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Chapter 1 
 
Introduction 
 
 
 
“Public programs could be more effective if they met people’s needs and preferences. 
So understanding people’s attitudes towards public policy issues belongs to the 
search for the best policies.” 
 
--Fahey & Spender (2004), Fertility and Family Issues in an Enlarged Europe, p. 68 
 
 
 
 In 2001, the European Commission’s report on employment and social affairs 
reinforced the goal of increasing the numbers of employed women from 53% 
(current) to 60% by the year 2010.  In order to increase the numbers of women in the 
workforce as well as to reverse the trend of dropping fertility rates, the European 
Commission pushed for a greater emphasis on combining work and family life.  One 
result of this emphasis has been a greater focus on parental leave and increased child 
care benefits.  In addition to encouraging women’s attachment to the labor force, 
these work-life balance policies ostensibly aim to promote equal opportunities 
between men and women in the labor market as well as a more equal division of care 
at home.   
 Historically, legislation on caregiving has been guided by the traditional, 
nuclear family, which maintained a public sphere for the male breadwinner and a 
private sphere for the female domestic caregiver (e.g. Lewis, 1992; O’Connor, Orloff, 
& Shaver, 1999).   However, as more women join and are encouraged to join the labor 
force, this public/private sphere split falls under greater ambiguity.  Countries are 
currently (or quickly moving towards) a dual earner breadwinner model where 
efficiency of labor market participation is key.  Today, when female participation in 
the labor market is on the rise, indeed, is more necessary due to changing 
demographics such as the dramatic increase in the ageing population, the issue of how 
to change social policies in order to continue a quality life that is both efficient but 
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also equitable among men and women is paramount.  The move toward a universal 
breadwinner model, declining fertility rates, and an ever increasing elderly population 
makes this especially true in the area of care (McDonald, 2000).  Who will take care 
(of the children and the elderly)?  Countries have been compelled to tackle the 
concomitant problems arising from these changes.  How to juggle raising children 
(especially young children) when both parents—or the only present parent—work 
outside the home has led to a surge of “family friendly” legislation on child care, job 
flexibility, and parental leave options.  In most countries in the industrialized western 
world, maternity, paternity, and parental leave policies (herewith referred to as 
“parental leave policies”) became a focal point for political legislation since the 
1990s.  
Parental leave schemas are developed in the context of “reconciliation” 
between employment and family responsibilities (e.g., Moss & Deven, 1999; 
OECD, 2001, 2002).  The parental leave schema itself varies in terms of length, 
flexibility, payment, eligibility, and entitlements for men and women.  Moreover, 
maternity, paternity, and care leave influence how parents use subsequent parental 
leave.  Although countries vary widely in their benefit packages relating to child 
rearing, most developed countries now offer some income replacement for those 
women and men who leave work temporarily in order to care for a child.  But  
parental leave policies are not stand alone policies; rather, they often come in 
conjunction with policy on daycare, preschool, the structure and organization of the 
work environment which, in turn, is influenced by the type of welfare state in which 
people live.  Parental leave policies give a glimpse into social policies that impact 
men and women and the attainment of gender equality particularly in the realm of 
employment.  By analyzing them, this study aims at providing one pathway with 
which to view how far we have come in attaining each nation’s objectives for a 
better quality of life and reconciliation between work and family.   
This study explores the impact of parental leave legislation on parents by 
using two very different approaches:  that of the United States1 and that of the 
Netherlands.  Are parents satisfied with their respective country’s family policies?  
Indeed, do these policies help parents do what they intend to do—actually help 
                                                 
1
 Given the enormous geographic region of the United States, this study was confined to use 
partipants in one state only (Michigan).  Literature pertaining to family policies in the U.S. covers 
the U.S. in general, however.    
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parents juggle raising children, especially young children, with paid work outside 
the home?  To what extent does each approach to family policies really help 
reconcile work and family life?  In order to address these questions, a brief 
summary of welfare state theory is necessary. 
 
Welfare State Theory and the Provision of Care 
 
Parental leave legislation attempts to provide a specific leave of absence 
from the labor force so that caregiving becomes primary for a period of time.  But 
each country’s particular implementation of family leave legislation is necessarily 
influenced by their particular culture; that is, how they structure parental leave 
schemas is part and parcel to how their welfare state regime is structured.  And 
welfare state structure has a direct impact on gender roles.  All families emerge 
within a cultural context constructed by culturally driven attitudes, resources, and 
practices, so it is important to relate social policies to these cultural frameworks 
which shape parents’ adaptation to work and family roles.  Welfare state theory is a 
good way to organize and understand this dynamic.   
Gøsta Esping-Andersen, a leading welfare state theoretician, describes three 
types of welfare state regimes:  liberal, social democratic, and continental (Esping-
Andersen, 1990, 2002).  Interrelated in each welfare state type are the state, the 
market, and the family.  Central to the liberal type is the market; the social 
democratic type is the government; and the continental type is the family.  The U.S. 
is a prime example of the “liberal welfare state regime” but other examples include 
Canada, the United Kingdom, and Australia.  In this type, government takes a 
minimal role while a heavy reliance is placed on the free market to meet the needs 
of its citizens.  Where a citizen cannot meet their needs using the free market 
system, it is assumed the private family will act as a safety net.  When a citizen 
cannot meet their needs from either the free market or the family, the government 
takes an active role but only for the most destitute individuals.  Family life (and 
family needs) is thought of as a totally private affair.  The liberal welfare regime is 
contrasted to the social democratic welfare state regime and the continental 
(sometimes referred to as “corporatist” or “conservative” model) welfare state 
regime.  In the social democratic welfare state, the government takes a very active 
role in meeting the needs of its citizens by seeking to “de-commodify” its citizens 
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using universal income guarantees, activation of its citizens in terms of 
employment, and highly developed services aimed at protecting children, persons 
with disabilities, and the ageing.  The social democratic welfare regime looks to 
minimize the degree to which individual welfare depends on a person’s fortunes in 
the free market; and with the emphasis on maximizing “activation” (employment 
needed to support such universal programs) family is seen as needing universal, 
quality child care support systems which enable men and women to work.  Family 
protection is not only a private affair, but is a very critical public affair as well.  The 
Scandinavian countries are exemplar of this regime type.  Continental welfare state 
regimes adhere to a traditional familial welfare system with a heavy reliance on the 
male breadwinner that is reinforced with strong social insurance programs, so there 
is a high degree of stratification.  There is a strong cooperation between employers, 
trade unions, and the state.  Their social security systems are considered to be 
moderate (neither generous as in the Scandinavian countries nor limited as in the 
Anglo Saxon countries).  Germany, France, Belgium, Austria, and Luxembourg are 
examples of this continental regime type (Esping-Andersen, 1990, 2002).     
Feminists critiqued Esping-Andersen’s typology using a gendered 
perspective (e.g. Bussemaker, 1998; Hobson, 2000; Lewis, 1993; Lewis & Ostner, 
1995; O’Connor, Orloff, & Shaver, 1999; Sainsbury, 1994).  They argue that 
Esping-Andersen’s typology ignored women’s role in the family and other non-
market social divisions between men and women.  By analyzing provisions of care, 
these critiques consider how a welfare state system constructs gendered divisions of 
labor in the family and the market.  Esping-Andersen’s argument regarding 
“decommodification”—the extent to which a person or family can maintain a 
socially acceptable standard of living independent of market forces—is critiqued 
based on the fact that women do the majority of unpaid care work.  When benefits 
are tied to the family through the single breadwinner, women may live 
independently of market forces, but are very much dependent on their family 
relations as far as entitlements are concerned.  Thus, the need for 
“defamilialization” arises—that is, the degree to which women can live 
independently of family relations through either active employment or social 
security provisions (Lister, 1997).   Lewis (1993) came up with a new typology 
which took into consideration provisions of care and paid and upaid work.  She 
describes three types of male breadwinner models:  The strong male breadwinner 
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model where social policies are organized around the single male breadwinner and 
female housewife (for example, the Netherlands); the weak breadwinner model 
where there is a generous provision of parental leave and child care, a high level of 
female employment, and individual taxation (for example, Sweden); and the 
modified male breadwinner model where there is a high employment rate for 
women, good social security for the most part, with a continued patriarchal role in 
the family (for example, France).   
Feminists have continued to analyze and refine welfare state theory by taking 
into account elements presented in the breadwinner typology model (Lewis, 1993, 
1994; Sainsbury, 1994, 1999).  They look at how women are treated as far as taxation 
and social security are concerned; the level and quality of social services available 
(especially day care); the issue of lone parents; and whether married women are 
stimulated or hindered to participate in the labor force.  For example, the Netherlands 
was originally placed in the social democratic welfare state regime category because 
of its strong social security insurance schemas (Esping-Andersen, 1990).  Feminists, 
however, have argued that the Netherlands fit better into the continental welfare state 
regime type where the family model prevails (e.g. Bussemaker, 1998; Bussemaker & 
van Kersenbergen, 1994; Lewis, 1994).  Esping-Andersen did caveat that there is no 
single pure case of a welfare state regime; they all have some overlap with one 
another (1990: 28).  The Netherlands seems to represent a special “hybrid” case, 
showing elements of the continental and the social democratic type combined 
(Sainsbury, 1999; Esping-Andersen, 2002).  Indeed, even in his original book on 
welfare state regime typology, although Esping-Andersen (1990) placed the 
Netherlands with social democratic regime attributes, it had the lowest score when 
grouped with its Nordic peers; and looking at nations’ employment regimes, he 
clustered the Netherlands with the conservative type.   However nations are typed, 
understanding both the mainstream welfare state regime typology (e.g. Esping-
Andersen, 1990) as well as the gendered male breadwinner typology which clearly 
show the gendered nature of commodification—that is, issues involving paid and 
unpaid work (e.g. Daly, 2000; Lewis, 1992, 1994; O’Connor, Orloff, & Shaver, 1999; 
Sainsbury, 1999)—is critical to understanding welfare state regimes in a way that take 
into account both men and women’s roles in society.   
 
 
  6 
Background of the Thesis 
 
The two featured case studies are very different in how they arrange and 
inter-relate family, state, and market roles.  The United States has only recently 
joined what, in Western Europe especially, has been a growing trend in offering 
leave from work to give care.  It was only in 1993 that President Clinton signed the 
Family and Medical Leave Act which allows employees up to 12 weeks of unpaid 
leave per year, including the possibility of using this time after the birth of a child.2  
The Netherlands, on the other hand, represents a family leave policy common in 
many Western European countries:  parents are given the right to “parental leave” in 
addition to their maternity and paternity leave (there also is flexibility in how the 
parents divide this time).   
Over the last quarter century, the rate of women participating in the labor 
market has increased dramatically (see Table 1).  In the Netherlands in19603, only 
26% of women (as a percentage of the population aged 15-64) were employed; this 
rate increased to 48% in 1990; just four years later, this rate was 57%.  In 2003, 
65% of Dutch women aged between 15 and 64 were employed (OECD, 2005) and 
in 2004, 67.6% of Dutch women were employed.4   In the United States, 43% of 
women were employed in 1960; this percentage rose to 64% in 1990 and was 69.8% 
in 1994 as well as in 2004 (OECD, 2005).  While the US female employment rate 
rose more quickly much earlier than the Dutch female employment rate, the last ten 
years has seen a sharp rise in Dutch women actively participating in the labor force 
to match that of the US.  An important factor contributing to the sharp rise in Dutch 
female employment is the rise in part-time employment.  The Dutch have the 
highest overall rate of part-time workers in all OECD countries; and the majority of 
Dutch mothers work part-time (see Table 2).  Partly this is due to the Dutch 
ideology of motherhood where mothers have been encouraged to remain primarily 
caregivers; but also this is partly due to American and European differences in how 
work is organized.  
                                                 
2
 Prior to 1993, only 1-2 % of employers paid for maternity leave; instead, most employees used paid 
sick leave, holiday leave, or short-term disability leave, if they had access to these (Hofferth & 
Curtin, 2003). 
3
 1960 source figures for both Dutch and American employed women are from O’Conner, Orloff, & 
Shaver (1999). 
4
 Eurostat (2004) Labor Force Survey quotes 66% of Dutch women aged 15-64 as being employed. 
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In her 2004 report on flexible working arrangements in the EU, Jean 
Lambert, MEP for the UK government, outlined distinctions between a model for 
“European interpretation of flexible working” and a model for an “Anglo-American 
interpretation of flexible working.”  The European arrangements consisted of the 
following:   
• legislation and regulation to promote better work-life balance;  
• more opportunities for home working and childcare;  
• shorter working hours, anti-discrimination;  
• equal rights for temporary workers;  
• secure transferable pensions, cross-border mobility;  
• transferable skills in knowledge economy.   
She contrasts this to the Anglo-American model which involves:   
• deregulating the job market;  
• working hours to suit the 24-hour economy;  
• exploitation of low-skilled workers in low wage jobs;  
• low level of social protection for the most vulnerable;  
• people in employment living below the poverty line;  
• increased productivity, lower labor costs, transferable skills;  
• a transfer of economic risk from employers to employees;  
• a widening poverty gap.   
Dutch policies such as the paid maternity leave (“zwangerschapsverlof”), the 
parental leave (“ouderschapsverlof”), the Stimulation of Child Care Act (1996), and 
the Work and Care Act (2001) are an attempt to actively promote a better and more 
gender equal work-life balance.  The policy on parental leave falls short of aiding in 
this goal mostly because there is not a paid leave for Dutch parents working in the 
private sector.  The Dutch government provides framework legislation but leaves 
the issue of paid leave to the social partners (that is, collective bargaining between 
employers and trade unions).  Overall, however, these policies consistently support 
the European movement toward flexible working arrangements.   
The American work culture fits Lambert’s Anglo-American model.  During 
the 1980s, the Reagan Administration began a major deregulation of markets as 
well as a retrenchment of welfare programs. In the 1990s, the Clinton and Bush 
administrations continued down this path.  During this time, there has also been an 
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increase in overall poverty rates, an increase in permanent low-wage jobs, cut-backs 
in the already minimal social protections in place for low paid or out of work 
families, a shrinking of the middle class and a widening of the poverty gap.  Today, 
employers offer fewer benefits to employees.    
In the United States, “family values” are given lip service for political 
reasons but are not backed by social policy.  There has been a steady decline in job 
satisfaction since the 1970s and citizens of the United States have a problem with 
work-life balance.  One study found that 85% of American workers say they want 
more time with their family; 46% say they want much more time (Oswald, 2002).  
The United States is a consumerist society, that is, many stores stay open long hours 
seven days a week.  It has no national paid parental leave policy; therefore, working 
parents’ leave benefits are a function of state policy and/or what the employer 
decides to offer.  As opposed to the Dutch, a high percentage of American mothers 
and fathers both work full-time.  In terms of welfare policy, American mothers are 
encouraged to work and discouraged to be primarily caregivers.  In fact, contrary to 
the ideology in the Netherlands, being a stay at home mother is the minority 
position and the less “desirable” position socially speaking. 
 
Case Study Choice Rational  
 
The United States’ liberal welfare state regime reflects the unease with 
which the public sphere (government) mixes with private sphere (the family and 
corporate worlds).  U.S. social policies that inter-mingle (on a more than minimal 
level) state, market, and family spheres are met with much trepidation.  Compared 
to most western European countries, the U.S. lacks formal policies providing its 
citizens with early education and care systems such as universal childcare (as the 
Scandinavian countries have), universal pre-school (as most northern and 
Scandinavian countries have), universal paid maternity and/or paternity leaves (as 
most western European countries have).5  Still the United States, too, has to tackle 
                                                 
5
 At the state level, some U.S. citizens may benefit from better protective social measures if they live 
in a state that has enacted family leave laws.  Historically, such measures have been understood to be 
a responsibility of the State and not the federal government since states set statutes on legal age for 
marriage, divorce, etc.  But the federal government too has taken an active role in family policy 
requiring state compliance, the best examples of this are the welfare reform law, PROWA, and the 
family and medical leave act, FMLA (discussed in chapter 2).   After a few states enacted their own 
family and medical leave laws, there was enough support for a federal law to pass (Wisensale, 2003).  
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the problem of work and family life integration.  What is the fallout of such a 
conflict between welfare state structure and major demographic changes that knock 
up against it, as in the case of both parents working outside the home?  
Contrast this to the case of the Netherlands:  the Netherlands today 
represents a hybrid between the social democratic and the continental welfare state 
regime type—as evident in the surge in female employment, better parental leave as 
well as increased subsidized child care packages, and part-time rights legislation of 
the 1990s and early 2000s—so the public and the private spheres are already 
blurred.  Add to this the Lisbon Summit 2000 objectives agreed to at the European 
level which compels a greater homogeneity in welfare state regimes among EU 
countries—universal employment, high levels of social protection, and low levels of 
poverty and social exclusion.  There seems to be a move in the direction of the 
social democratic welfare state regime type (Dekker et al, 2004).  The Netherlands 
could well be moving in the direction of its Nordic neighbors.  But just how each 
country implements their National Action Plans may or may not actually create a 
greater homogeneity.  Still, this makes the choice of the Netherlands an even more 
interesting one.   
Over the last decade, researchers have studied parental leave take up rates 
(of men and women), women’s employment fluctuations as a result of taking leave, 
comparison studies which look at parental leave schemas, the impact of 
compensation, varying lengths etc. (e.g. Budd & Mumford, in press; Bruning & 
Plantenga, 1999; Hofferth & Curtin, 2003; Gustafsson & Stafford, 1995; 
Gustafsson, Kenjoh, Wetzels, 2002; Haas, 1996, 2003; Kenjoh, 2004; Martin & 
Kats, 2003; and Moss & Deven, 1999).  The present study takes an ethnographic 
approach which goes beyond statistics and standardized scales.  For this study, 
parents themselves are brought into the debate on social policy and welfare state 
theory.  For such an ethnography, an in depth knowledge of the culture is necessary; 
since the author was born and raised in the U.S. and lived in the Netherlands 
subsequent to that, the U.S. and the Netherlands were, again, rational case study 
choices. 
                                                                                                                                        
In general, family policies in the U.S. are a complicated mix between individual state action and 
federal action, with each affecting and directing the other.  It is important to note that, because family 
policies affect interstate commerce and involve gender discrimination issues, the federal government 
has broader power to enact such legislation if there was the political will to do so (Williams, 2000, 
2005b).   
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Aims of the Thesis 
 
Moss and Deven (1999) believe parental leave policies fall under a “catch 
22”:  “If parental leave was equally taken by women and men, it might promote or 
consolidate gender equality.  But to be equally taken requires gender equality to 
have been achieved already, or to be further advanced than at present.  If gender 
equality is not already advanced, then parental leave may retard or even reverse 
progress towards its achievement.”  (pp. 13-14).  Gender equality is certainly not 
achieved and how far it is advanced varies from country to country.  The 
International Labor Organization reports “unspoken obstacles” for parents such as 
unavailability for earlier or later business meetings and the employer’s interpreting 
this as a lack of interest in more challenging work assignments:  these kinds of 
obstacles cause some women to renounce their ambitions and to resign themselves 
to lesser employment prospects than their qualifications would warrant.  This 
further impedes women’s progress when they are left with lower job positions 
which offer fewer opportunities for advancement (ILO, 1999).  On the other hand, 
men facing these same obstacles and discriminations may be discouraged from 
taking a more active role in caregiving; this in turn would impinge on the goal of 
greater gender equality because gender equity is not only about including women in 
the labor force, but also about men’s participation in the giving of care (e.g. Fraser, 
2001; Esping-Andersen, 2002).   
In general, this study asks to what extent Dutch and American parents who 
have used parental leaves are satisfied with them, and to what degree they feel 
parental leave does indeed aid mothers and fathers in more comfortably integrating 
their employment with caregiving.  More specifically, this study asked the 
following questions:  
1) What are the differences in the parental leave schema in the United States 
and the Netherlands?  
2) What are the variables that affect satisfaction of new parents with parental 
leave policies?   
3) Do family leave policies create improved integration between paid 
employment and child rearing?  
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4) Do part-time working mothers and fathers positively influence gender 
equity between care work and employment? Does part-time work offer parents a 
viable solution in the conflict between care-giving and labor participation, or merely 
construct a “glass ceiling” for women wherein vertical sex segregation remains in 
place?6 
5) How do parents think and feel about their country’s family policies? 
6) Does parental leave positively or negatively impact parents’ sense of 
gender equality?  In other words, to what extent do parental leave policies create 
options for parents to foster gender equality? Does this impact their decision to take 
more or less time off of work?  Does taking parental leave impinge on their chances 
of promotions? Salary increases?  Do mothers and fathers feel stigmatized or 
discriminated against when they take time off work to care for their children at 
home?  Does the option of parental leave for fathers enhance their willingness and 
desire to participate more in child care work?  
It is not enough to gather statistics on numbers of working mothers and 
father in the labor force, how many hours they work, who drops out and when, how 
many use parental leave, etc.  Through the face to face interviews, I wanted to make 
evident parents’ assumptions regarding gender roles and how these roles influence 
take-up of parental leave, employment choices, and divisions of labor within the 
household.  I wanted to search for the frustrations, the conflicts, and the reasons for 
parents’ choices surrounding family and work life.   
For the comparison between the United States and the Netherlands, 96 
working mothers and fathers of children under five years of age were interviewed 
individually regarding their experience and satisfaction with their respective 
parental leave benefits.  In addition, they filled out subscales of the World Health 
Organization Quality of Life Questionnaire (de Vries & van Heck, 1995; Bonomi & 
Patrick, 1997) as well as completed the Parental Leave Inventory (Feldman and 
Zigler, 1995).  These interviews and data collection took place between January and 
December of 2004.  The historical background of family policies in both cultures 
focused on the last 15 years, from 1990 to 2005.   
                                                 
6
 Vertical sex segregation refers to the fact that, the higher one goes in the labor market, the lower 
the numbers of women employed.  I have changed this a bit:  the higher you go in the labor market, 
the fewer women who have also become mothers you will find compared to women who have not 
become mothers.  When I started this study, I considered this to be purely a woman’s problem, but 
the results indicate that it is also a problem for men if they take on a larger role in caregiving, as will 
be described later.   
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Esping-Andersen’s (e.g., Esping-Andersen, 1990, 2002) typology of welfare 
state regimes is used as a theoretical lens in conjunction with the literature on 
gender and welfare state regimes (e.g., Lewis, 1993; O’Conner, Orloff, & Shaver, 
1999; Sainsbury, 1994, 1999).   
Ann Crittenden, a Pulitzer Prize winning American journalist, describes the 
history of how American women, as caregivers, came to be defined as 
“’dependents’ who ‘don’t work’ and who have to be ‘supported’ by a spouse who is 
officially the only ‘working’ member of the household” (2001:  46).  Although she 
does not enter into the welfare state debate on a theoretical level, her book 
represents a pragmatic treatise that is congruent to the debate.  She uses economics, 
history, and social policy to show how a society’s inattention to caregiving as a 
form of work has caused women to remain second class citizens in a man’s world 
despite achieving great strides in (ostensibly) equal access to employment.   She 
summarized ten tenets with which to structurally change the organization of paid 
and unpaid labor so that care work can be done without putting women down.  
These pragmatic tenets have been incorporated into this study by way of direct 
questions put to mothers and fathers.  Their answers reveal whether the mothers and 
fathers in this study feel “at home” in their particular welfare state regime. 
Janoski & Hicks (1994) suggest there is a trend that comparative research in 
the field of political economy will more and more represent period-specific and 
historical internal analyses with more attention being paid to qualitative forms of 
analysis.  This thesis is a time-specific historical analysis of parental leave policies 
in the United States and the Netherlands.  Its concern is mainly from the standpoint 
of narrative contextual analysis; thus, the statistical analysis is cued by but 
subordinate to the qualitative analysis running throughout the thesis.   
 
Outline of the Thesis: 
 
Chapter two presents a brief history of family policies in the Netherlands 
and the United States.  Provision of child care services and the organization of 
parental leave schemas have a direct impact on employment participation rates of 
women.  Therefore, developments in the European Union directives on parental 
leave, care leave, and early childhood education and care are reviewed.  Current 
national policy developments are described.  Background information on women’s 
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employment participation and factors that affect women’s employment are also 
presented.   
Chapter three presents the results and statistical analysis of the study.  The 
study’s method and instrumentation are discussed.  Narratives from face-to-face 
interviews are contextually analyzed and woven throughout the statistical analyses.  
Six main factors are analyzed:  parental leave (including maternity, paternity, 
parental, and care leave); public and private sector jobs; employment flexibility 
(including employer support); father’s caregiving practices; working hours; 
Crittenden’s tenets; and overall quality of life.  Welfare state typology is applied in 
the context of these family policies and data.  The data are organized in sections 
pertaining to working hours and lifestyle preference, part-time and full-time work 
status, parental satisfaction on leave policies (including parental, maternity, 
paternity, and care leave), public versus private sector jobs, job flexibility, partner 
support, father care days, and overall quality of life.  Data from both instruments as 
well as the face to face interviews are interwoven throughout these sections for both 
the Dutch and the American analyses.    
Chapter four gives a contextual analysis and an in-depth discussion of 
father’s participation in caregiving. This chapter uses Brandth & Kvande’s (2001) 
research on Norwegian fathers and applies their typology to Dutch and American 
caring fathers.  Two distinctive types of father’s caregiving practices are explained.  
Factors that influence father caregiving practices are discussed, with special 
attention given to factors that have influenced Dutch and American fathers’ 
caregiving choices.  Suggestions are made for future policies that would encourage 
fathers to take a more active role in caregiving so as to increase gender equality in 
the workforce and in the home.   
Chapter five applies gender theory to organizational culture in terms of 
maternal and paternal employment and lifestyle choices.  This chapter is about those 
mothers and fathers who try to combine market work with family work but run into 
walls constructed by a long standing tradition of masculine norms that define the 
ideal worker as someone who puts market work ahead of family work.  It 
undergirds Joan Williams’ research and argument that “maternal walls” exist for 
many employed mothers and fathers, even when (as this study shows) universal 
parental and care leave laws exist, as in the case of the Netherlands.    
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Chapter six presents conclusions for the thesis.  Suggestions are made for 
future research in the areas affecting gender equality and quality of life between 
working mothers and fathers that aims to successfully integrate paid and unpaid 
work. 
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Chapter 2 
 
American and Dutch Family Policies in Historical Context 
 
“Relying on company’s voluntary efforts to protect working families and their 
children is unlikely ever to reach anything close to universal coverage for all 
employees.  Companies have little incentive to offer such benefits and there is even 
a disincentive to do so; given the lack of nationally mandated policies, they would 
bear the costs while their competitors who chose not to offer such benefits would 
win more of the market base.  Passage of a nationally mandated legislation is thus 
necessary.” 
 
--Jody Heymann (2004), Where Does the U.S. Stand Globally? 
 
 
2.1  Introduction 
Family friendly policies help support parents or potential parents to achieve 
their preferred goals for both their families and their careers.  They usually revolve 
around access to affordable child care, leave arrangements, and flexible work 
arrangements.  They may be generated and/or supported by local or federal 
governments, by the employers, or by the individuals themselves.  Family-friendly 
policies’ key goal is to support mothers and fathers’ ability to participate in the 
labor market in a way that simultaneously fulfills individual career aspirations, 
improves standard of living, and promotes the care and support of young children.  
The Organization for the Economic Co-operation and Development  (OECD) see 
family friendly policies aiming to achieve “the reconciliation of work and family 
life” in a way that also promotes societal goals such as increased employment rates, 
secure sources of income which further increases domestic spending, child well 
being, individual independence, and gender equity (OECD, 2002).  As such, family 
friendly policies are one important component in achieving economic and social 
progress.    
More countries are looking to increase the numbers of employed men and 
women for a variety of reasons:  a competitive job market as a result of 
globalization; the growing ageing population and the decrease in fertility rates with 
the subsequent burden this is placing on social security and pension plans; caring 
for the elderly; and the facilitation of gender equality.  European Union member 
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states have turned to “family friendly” work policies as a way to increase the 
numbers of working women especially.  The increasing labor participation rates of 
women, the changing family forms, and the demographic pressure from an ageing 
population alongside decreased fertility are key points which make combining work 
and family life a major theme of the European social agenda.  In addition, the EU 
directives on maternity leave, parental leave, and part-time work have led more 
countries to offer incentives for women who are also mothers to join the labor force.  
Greater attention is being paid to fathers who take an active and more substantial 
part in caregiving activities along with their employment obligations, especially the 
“home alone” father (e.g., Brandth & Kvande, 2003; Duyvendak & Stavenuiter, 
2004).   
The United States, on the other hand, continues to rely on the free market 
coupled with private family means to meet the needs of working families.  Previous 
government sponsored programs primarily targeted at the very poorest of the 
population (where it is assumed that both the free market and the family have failed 
to meet their needs) have largely been dismantled as a result of sweeping welfare 
reforms of the 1980s and 1990s.  The Family and Medical Leave Act of 1993 was 
intended to help American families combine work with family life in a way that 
made life more comfortable and secure for working families.  However, when it 
comes to having children, FMLA does little to support the needs of most working 
families.  Unemployed families encounter numerous obstacles in the attempt to 
combine work with family life; child care is very infrequently subsidized by 
employers, and government subsidized child care falls extremely short of meeting 
demand.  Both the private and the public sector have failed to protect the needs of 
the poorest families and neither has solved the work-family conflict for the majority 
of Americans (poor or not).      
Employment rates of mothers have increased everywhere in the last 15 
years, but especially in the Netherlands, where they have doubled (see Table 3).  
The United States and the Netherlands vary considerably in policies relating to 
maternity, paternity, parental leave, and other family friendly policies.  The 
Netherlands is a member state of the European Union and as such, follows 
Directives from the European Commission.  These directives will be summarized 
below. 
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2.2 How Parental Leaves Evolved in the European Model 
 
In the late 1880s, Bismarck of Germany enacted the first national health 
insurance system which included a paid maternity leave.  France quickly followed 
its lead.  In 1919, the International Labor Organization (ILO) adopted a convention 
stipulating that pregnant women should be protected for health and safety reasons 
and in so doing, be given a 12 week maternity leave—six weeks before the birth and 
6 weeks after the birth with leave being compulsory and at least two-thirds of their 
regular earnings paid to them during this time.  As such, many Western European 
countries began to develop minimal forms of maternity leave for working women.  
But the real rise in maternity and parental leave policies arose in the late 1960s and 
early1970s with the advent of women’s movements and a sharp rise in the number 
of women joining the labor force.    
Sweden is commonly cited as the country with the longest established 
history of facilitating gender equal roles in work and family life through parental 
leave policies dating back to the early 1960s (e.g. Gustafsson & Stafford, 1995; 
Haas, 1992, 2003; Haas & Hwang, 2000).   Sweden’s family policies are heralded 
as the most progressive:  they not only ensure the health and safety of the mother 
but also aim to facilitate the child’s well being as well as gender equality both in 
caregiver roles and in career options.  For example, its parental leave package 
includes a nationally funded child care system in which the majority of Swedish 
children take part.  It has job protected (up to 18 months) paid leave applicable to all 
businesses, regardless of size; this leave includes the “use it or lose it” non 
transferable paid paternity leaves (4 weeks) actively encouraging more men to take 
part in caregiving from a child’s early age.  It has generous care leaves where a 
parent can take up to 60 paid days per year in order to care for a sick child.  And it 
has job protected reduced work weeks available for the father or the mother.  Not 
surprisingly, Sweden also has one of the highest rates of female labor force 
participation and one of the lowest rates of child poverty.7  Women have maintained 
                                                 
7
 Sweden has been criticized for having a sex-segregated labor market, yet Gustafsson, Kenjoh, & 
Wetzels (2001) found that Swedish women are less concentrated in the public sector compared to 
Great Britain, Germany, and the Netherlands, although all four countries have high rates of female 
public sector employees.  The issue of sex-segregation and high rates of women in the public sector 
has been discussed by Esping-Andersen (2002) who believes “leaves, high wages, part-time and 
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their full-time commitment to the labor force throughout the child rearing years 
(although full-time is considered 30 hours per week in Sweden).  Parental leave 
policy in Sweden is generally considered the most generous in the world.   
 The international trend in the 1990s has been to broaden maternity, 
paternity, parental, child care, and family leaves.  In 1992, the EU adopted a 
directive mandating a 14 week paid maternity leave as a health and safety measure 
for women and infants.  And in 1999, the ILO revised and adopted a maternity leave 
convention that strengthened job protection and broadened the coverage for working 
women, extending the length from 12 to 14 weeks and stipulating that cash benefits 
be publicly funded at a level that “ensures that the woman can maintain herself and 
her child in proper conditions of health and with a suitable standard of living” (ILO, 
1999).     
 In 1996, the EU Directive on Parental Leave was adopted (Directive 
96/34/EC) and enacted in 1998.  The provisions of the Framework Agreement on 
Parental Leave apply to all men and women who participate in the labor force on a 
contractual basis in all the member states.  The Framework stipulates that workers 
shall have the right to parental leave and that parents have that right up until the 
child is eight years old, as defined by each member state.  The length of parental 
leave is stipulated to be at a minimum of three full months.  Both men and women 
workers are granted rights to parental leave and it is strongly encouraged that these 
rights be, in principle, non-transferable so as to encourage fathers to assume an 
equal role in care taking responsibilities, therefore promoting equal opportunities 
and equal treatment of men and women under the law.  However, member states 
may decide individually under which restrictions parental leave applies, for 
example, notice periods, work qualification and/or length of service qualification, as 
long as the length of service qualification is not to exceed one year.  Smaller firms 
are allowed to postpone granting of parental leave as long as it is justified that 
granting of leave would interfere with the operational and/or organizational 
requirements.  Workers are protected against dismissal on the grounds for applying 
for parental leave; and workers shall have the right to return to their same or similar 
position that is consistent with the employment contract.  In addition to the parental 
leave period, a period of “force majeure” (leave for urgent family reasons in cases 
                                                                                                                                        
public sector jobs all help reduce incompatibilities [of employment with parenthood], but the 
consequences may be to intensify other inequalities such as job segregation” (p. 87).        
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of sickness or accident) was made statutory, the amount of time given for such 
purposes being at the discretion of the member states.   
 
2.3  The Netherlands 
 
The Netherlands national maternity leave policy provides a universal 16 
week, 100% paid, maternity leave for all working mothers who work more than 12 
hours per week.  The take up of maternity leave is 100%.8 
There are also specific arrangements for paternity leave which cover all 
working fathers.  Fathers receive a two day leave that must be used within the first 
month after birth.  In 2001, the Work and Care Act was enacted into law making 
paternity leave paid by employers at a 100% of normal salary available to all 
employed fathers.  Nine out of ten Dutch fathers use paternity leave (van Luijn & 
Keuzenkamp, 2004).  However, paternity leave in the Netherlands is short 
comparatived to its Nordic neighbors; the Scandinavian countries, on average, offer 
four weeks of paid, non-transferable leave specifically for fathers (the so-called 
“father quota” or “use it or lose it” clause).   
In 1991, the Netherlands enacted a parental leave benefit to all working 
mothers and fathers employed at least one year in companies of more than ten 
employees (“ouderschapsverlof”).  This act was expanded in 1997 and again in 
2001.9  This leave can be taken fully at one time or in parts until the child is eight 
years old.  If taken fully, it offers 3 months (13 weeks) leave to the mother or father 
in addition to their maternity and paternity leave.  If taken on a part-time basis, the 
leave can be stretched out to six months, or on a quarter time basis for up to one 
year.  Parental leave is unpaid except for some parts of the public sector where 
employees receive 75% of their full salary compensation.  While some private 
companies (mostly large oganizations) offer a lower level compensation, most 
private sector companies do not offer any monetary compensation.  Parental leave is 
job protected for all eligible working mothers and fathers.  Since its introduction, 
25% of all eligible employees have used parental leave.  But the take up use is 
                                                 
8
 The 16 week maternity leave is compulsory. 
9
 For example, in the initial act, employees working less than 20 hours a week were excluded.  After 
1997, part time workers were made eligible.  As part of the 2001 expansion, employers are now 
offered a tax “facility” (deduction of wage tax) if they compensate employees during their parental 
leave.   
  20 
gendered:  four out of ten Dutch mothers and less than two out of ten Dutch fathers 
make use of parental leave (CBS, 2005).   Still, it should be recognized that in the 
last 5 years, Dutch fathers’ take up rates have doubled, indicating working fathers’ 
interest in care leave.  In 2000, only 9% of Dutch fathers made use of parental leave 
(CBS, 2005).  In 2001, 42% of mothers and 12% of fathers made use of parental 
leave (den Dulk, et al, 2004; Portegijs, Boelens, & Keuzenkamp, 2002).  But by 
2004, although roughly the same number of mothers took parental leave, 18% of 
Dutch fathers made use of it (CBS, 2005).   
In addition to maternity, paternity, and parental leave, an emergency care 
leave and a “short care leave” were introduced in 2001 under the Work and Care 
Act.  The emergency care leave is 100% paid and allows up to three days for each 
family related emergency (“calamiteitenverlof”).10  The “short care leave” allows 
each working parent up to 10 days leave per year paid at 70% for personal reasons 
such as the death of a family member or the care of a sick child (“zorgverlof”).  In 
2005, the Work and Care Act was expanded to include a “long care leave” allowing 
time for employees to take care of dying relatives. 
The Dutch government mandated leave acts have been decisive in regulating 
the provisions for families.  Before these acts, the social partners developing 
collective bargaining agreements did not always ubiquitously agree on leave 
arrangements, although many did implement some form of family provisions.  Once 
the government regulated such provisions, family leave arrangements were provided 
for the majority of the Dutch workforce.  Public sector employers as well as large 
companies in the private sector provide the most generously paid family leaves.  
 
2.4   A Brief Historical Context for the Dutch Trend in Family Policies 
 
2.4.1. Dutch Women’s Movements 
 
The Northwest member states—especially the Nordic nations—are the trail-
blazers for the European Union (not to mention the United States) when it comes to 
gender equitable work arrangements and regulations.  This is in large part due to 
pressure from the Northwest European member state’s women’s movements (e.g., 
                                                 
10
 Before the Work and Care Act of 2001, the short emergency leave (“calamiteitenverlof”) existed 
as an aricle in the “Burgerlijk Wetboek” (Civil Code) (c.f. van Luijn & Keuzenkamp, 2004, p.52). 
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Akkerman, 1998; Bussemaker, 1998; Kaplan, 1992; Outshoorn, 1997; Sorensen & 
Bergqvist, 2002).  For example, beginning in the 1960s and continuing strong into 
the 1980s, Dutch women’s movements pressured the government to change its unit 
of welfare from the traditional family to the individual (Bussemaker, 1998; Kaplan, 
1992; Outshoorn, 1986, 1997).  Joke Smit, one of the Dutch feminist leaders of this 
movement, encouraged women to recognize that they, as individuals, had a right to 
the social democratic promises of the generous Dutch welfare state.  Hedy 
d’Ancona, another leader in the cause, continued to pressure the government in her 
position as Minister of Health and Welfare between 1989 and 1994; it was largely 
due to her efforts that the government began to increase provisions for childcare for 
very young children (Bussemaker, 1998).  Earlier, the junior Minister for women’s 
public policy, Annelien Kappeyne van de Coppello, made sexual violence against 
women a policy issue as well as emphasizing a woman’s choice between 
employment and housewife roles (Outshoorn, 1997).  The move from the family or 
household to the individual as a unit of entitlement has been termed 
“individualization”; and it has been argued that it was precisely this 
individualization of social rights that helped fuel the breakdown of the Dutch 
pillarization system (Bussemaker, 1998).  This move also paved the way for the 
Dutch to shift from a breadwinner/caretaker model to a dual earner model.   
 But it was not just individual feminist leaders who made a difference. In 
1978, the Dutch Department for the Coordination of Equality Policy (Directie 
Coordinatie Emancipatiebelied—DCE), eventually to become part of the 
governmental beaurocracy with direct access to the Cabinet by way of the Minister 
of Social Affairs & Employment, played a major role in keeping women’s issues on 
the Cabinet public policy agenda.  The DCE was influential in many political battles 
for the rights of women, including abortion, sexual violence against women, as well 
as pension, taxation and employment issues (Outshoorn, 1986, 1997, 2001).  
Moreover, many of its members were recruited from second wave feminists groups 
such as Man-Vrouw-Maatschappij (Man-Woman-Society—MVM), a lobbying 
organization founded in 1968 by Joke Smit that pressured political parties on issues 
concerning women’s rights.  The DCE also recruited members from Dolle Mina 
(DM--sometimes referred to as Mad Mina), founded in 1970 and named after a 
leading Dutch feminist of the first wave, Wilhelmina Drucker.  Dolle Mina attracted 
a lot of media attention due to its more “radical” tactics of “liberated” women.  
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More politically aligned feminist groups such as the Red Women (part of the Social 
Democratic Party) and the women’s group within the Dutch Federation of Trade 
Unions also played a role (de Vries, 1981).   
But it was the very strong presence of the above mentioned non-aligned 
feminist groups outside of parliament that kept women’s issues on cabinet policy 
agendas not only through its public forum and debates but also through its direct 
access to parliamentary proceedings through the recruitment of its members into 
national beuarcratic units.  In this way, Dutch Women’s movement groups 
successfully gave women’s issues their wings by speeding up political and 
parliamentary proceedings regarding women’s equal rights (Kaplan, 1992; 
Outshoorn, 1986, 1997).  
   
2.4.2 Part-time Work 
 
Part-time work is a hot topic in European employment reports.  Access to 
part-time work is one of the crucial elements listed to encourage a country to 
successfully provide balance to working families.  Offering job flexibility while 
maintaining your position has proven to be one way to increase employment rates, 
as the Dutch example proved back the in 1980s.   
Following the oil crisis of the 1970s, the Netherlands faced a recession with 
high unemployment rates, higher wage costs due to automatic price-indexing, a 
growing budget deficit due to a generous social benefits system, and low economic 
growth.  In order to increase employment rates (of men), the unions were fast 
promoting job sharing, early retirement, and full-time stay-at-home motherhood.  
They were also demanding wage increases for the full-time male breadwinner.  This 
crisis forced a new coalition between social partners which was formalized in the so 
called “Wassenaar Agreement” of 1982 (Wijffels, 2001).  The agreement 
deregulated the workplace and solidified the legal right for Dutch workers to cut 
down their working time (Hartog, 1998).  The social partners (the government, the 
employers, and the unions) agreed to cut down on demand for wage increases in 
exchange for decreased working hours.  The ability to cut down working hours 
included with it job protection, equal pay for equal work, and a continuation of 
benefits.  In 1996, the Equal Treatment (Full-time and Part-time Workers) Act (Wet 
verbod op onderscheid naar arbeidsduur—WOA) improved the position of part-time 
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workers by prohibiting making any distinction between employees in the terms the 
employment contract is entered into, extended, or terminated, based on working 
hours.  Furthermore, in 1996, the new Working Hours legislation made it easier to 
diverge from the 9 to 5 work day; in 1999, the Flexibility and Security Act extended 
the maximum temporary employment period from 6 months to 3 years.  The focus 
on labor market flexibility and employability resulted in record numbers of part-
time employees (the vast majority of which were women and especially women 
with children) (Report, “Onderzoek ten behoeve van evaluatie WAA en WAO”, 
2003).   
Hence, the 1990s saw a Dutch revolution of part-time work:  from 1983 to 
1998, the total part-time employment rate doubled.  By 1999, the employment rate 
had risen 50% since the Wassenaar Agreement, outdoing even the U.S. rate of 33% 
(Wijffels, 2001).  The Netherlands was called “the first part-time economy in the 
world” (Visser, 1999).  This model was set into law when, in 2000, the Working 
Hours (Adjustment) Act (Wet aanpassing arbeidsduur—WAA) made it a legal right 
of every employee who worked in a firm of more than 10 people to decrease or 
increase their working hours so long as they have been employed for one year.  By 
2004, the part-time employment rate made up 45% of the total employment rate for 
the Netherlands (Europa, 2004).  This law heavily impacts Dutch women especially, 
since the Netherlands has the highest rate of female part-time employment.  These 
laws increase the overall attractiveness for working parents who wish to distribute 
their time more evenly between paid work and unpaid care work. 
 
2.4.3 European Union Directives 
 
Some of the Netherlands policies on the combination of work and family life 
were already in place due to effective pressure from the women’s movement before 
or around the same time as the EU directives were developed.  EU directives on 
parental leaves had more effect on Southern Europe and the United Kingdom, 
which lagged behind Northwestern Europe.  For example, the UK was the last of the 
original fifteen member states to implement a parental leave policy (in 1999) based 
on the EU directive, after having been granted a two-year compliance period (from 
1997 when the Amsterdam Treaty on European Union was signed by all 15 EU 
member states) (Haas, 2003). 
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But the EU Directives have influenced the Dutch broadening of family leave 
provisions and the manner in which leave can be taken.  The child’s age limit in 
which a parent can use parental leave, for example, was changed from 4 years to 8 
years as a result of the EU Directive.  The parental leave is also more flexible as a 
result of the EU Directive.  And as a result of the “force majeure” (emergency 
leave), the Netherlands enacted the 2001 Work and Care Act.  
 
2.5  The Dutch “Reconciliation” of Work and Family Life:  a Woman’s Issue? 
 
With marriage and childbirth increasingly being postponed or opted out of, 
divorce and cohabitation on the rise, and traditional patterns of family life fading, 
focus inevitably turns towards adapting to these enormous demographic trends.  The 
population is ageing and the fertility rates declining, thus creating tension for the 
economic sustainability of the welfare state (see Table 4).  The Netherlands has the 
highest average age for first time childbirth at 29 years of age (see Table 5).  
Twenty percent (20%) of women overall do not have children; and 30% of highly 
educated women are childless (den Dulk, et al, 2004).  Delayed or postponement of 
childbirth increases the so called “rush-hour family” wherein working parents have 
responsibility to care for their own young children as well as their ageing parents 
simultaneously (NIDI, 2003 as quoted in den Dulk et al, 2004).   The accessibility 
of employment for previously underrepresented groups such as women and the 
elderly is more and more coupled with research on the well being of the groups 
targeted for more “active” employability such as mothers and the ageing.  Hence, 
policies that support a comfortable and livable work / (family) life balance that are 
also aimed at macro-social goals such as gender equality and equal social 
citizenship are relatively new.   
Given the historical strong gendered division between paid work and unpaid 
care work, it has been the expectation that women who entered the labor force were 
also the ones searching for ways to balance employment with family life.  The 
assumption was that it was “a woman’s issue”.  Although attention has been 
rightfully paid to it, such as legislation and immense amounts of research on 
childcare issues, it has mostly been seen as a one way street, with women moving in 
the direction of the male dominated sphere of paid work.  Esping-Andersen (2002) 
calls this “the masculinization of women’s biographies” (p. 21).  It has been only 
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recently (over the last 15 years) that attention has turned toward men joining women 
in the sphere of unpaid care work (except in the case of the Scandinavian countries 
who have a much longer history in this endeavor).  Men’s biographies must become 
feminized—that is, they must “embrace a more feminine life course”—if true 
gender equality is to be realized (Esping-Andersen, 2002, p. 95).11  Work family 
strategies, therefore, must be viewed from a gender perspective when analyzing the 
promotion of gender equality in social and labor force spheres.   
Some EU member states have been working toward a gender equal 
caretaking strategy—where men’s involvement in care taking is near to or equaling 
that of women—such as the Scandinavian countries (Sorensen & Bergqvist, 2002).  
Decades of reform and legislation have led to a very high labor participation rate of 
women, including mothers.  In these countries, much attention has been paid on 
organizational culture which promotes the equal participation of men and women in 
care and paid work. Even so, there have been criticisms regarding the occupational 
segregation still existing, and some researchers believe that legislation intended to 
promote gender equality has in fact led to gender disparity in occupational status 
(e.g. Den Dulk, et al, 2004; Esping-Andersen, 2002).   
Even though there are valid criticisms of the Scandinavian model regarding 
women being unequally represented in high ranking employment positions, the U.S. 
and the Netherlands have much work to do to catch up to the Scandinavian 
promotions of men and women playing an equal role in family and employment.  
Some nations have made great strides in promoting gender equal policies on 
combining work and family life (Haas, Hwang, & Russel, 2000).  But the majority 
of organizational cultures continue to support the traditional model of woman as 
caretaker, man as breadwinner.  Those nations that are more progressive and lead 
the way when it comes to supporting or promoting gender equality in home and 
work life tend to focus on three main themes:  child care options, and parental leave 
arrangements (which include maternity/paternity/parental/and care leave); and 
flexibility of working hours and work location.  Depending on how and to what 
extent these arrangements are made available, gender roles can be re-defined in a 
more gender equal way or reified in the way that is more traditional and stereotyped 
(male breadwinner, female caretaker).   
                                                 
11
 As the Dutch and Scandinavian women’s movements have been arguing all along:  it was already 
a demand of both of their pioneer feminist groups MUM (1968/69) and Dolle Fina (1970). 
  26 
  
2.6  Unpaid Labor 
 
Although women work less hours in paid work, women put in more than 
three times as much time in child care as do men, and this holds true across all 
combinations of family work models, including when both mother and father work 
full-time (OECD, 2002).  In chapter three of their European literature review 
concerning eight European countries, den Dulk et al. (2004) report on published 
studies done since 1998 concerning Dutch transitions to parenthood and on the 
negotiations new parents make regarding work-life boundaries and strategies.  They 
focus their review on studies concerning organizational culture, gender, well being, 
and factors involved in strategically combining work/family life.  They review 
studies which focus on the division of paid and unpaid work between men and 
women (e.g., Hooghiemstra & Pool, 2003; Keuzenkamp & Hooghiemstra, 2000; 
Knijn & Wel, 2001; De Jong & De Olde, 1994; Van der Lippe, 1993).  In the 
Netherlands, gender roles that are close to being equal before the birth of a baby 
quickly shift to more traditional divisions between mothers and fathers after first 
child birth.  Although many couples prefer a situation in which both partners work a 
three-quarter time part-time job, only a minority have realized this model (13% as 
found in one study by De Jong & De Olde, 1994).  Unlike the situation in the U.S., 
the least popular and least found arrangement for families is where both partners 
work full-time (Keuzenkamp & Hooghiemstra, 2000).  In these studies, the attitude 
toward child care influenced the movement toward a more traditional gendered 
division of domestic tasks.  Part-time work was an important factor in the 
realization of gender equal division of domestic tasks, but, whereas working in the 
public sector increased the chances of a more equal division, the main barrier was 
men’s fear of requesting a reduced work week.  Women’s educational level as well 
as the couples’ norms and values were important determinants for a more gender 
equal division of labor.  
In the last decade, fathers have taken on a greater role in child care.  
Increasing numbers of fathers cut their working hours to part-time or cut their 
working days to 4 days per week, so as to have one full day where they act as 
primary caregiver.  Duindam (Duindam, 1997; Duindam & Spruijt, 2002) studied 
fathers who take a greater role in care work.  He found that education level of the 
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couple, female earnings alongside female career aspirations, and fathers who had a 
better relationship with their own father were more likely to engage in equal 
divisions of unpaid work.  A recent study found that 7% of Dutch fathers work part-
time and care for their child(ren) part-time (Duyvendak & Stavenuiter, 2004).  
Macro studies find only between 25% and 35% of carework being performed by 
part-time male carers (Commission of the European Communities, 2005).  Divisions 
of labor continue to be gendered even when the father is taking on more of a role in 
the domestic sphere.  For example, men are less likely to do laundry, cleaning, and 
the “messier” tasks such as bathroom cleaning and are more likely to do yard work 
or work on household improvements.   
Women continue to feel the “double burden” of domestic and care work 
coupled with paid work.  This has implications for policy as research shows that 
women who are under more stress in the domestic sphere tend to feel more 
ambivalent about their working career outside the home and tend to adapt less 
successfully to re-entering work after childbirth (e.g., Crittenden, 2001; Feldman, 
Sussman, & Zigler, 2004; Gustafsson, Kenjoh, & Wetzels, 2002; Warner, 2005).  A 
closer look at relieving women of the “double burden”—by making a move towards 
a “quarter burden” or a “shared burden”—could affect other factors involved in 
gender equality such as occupational sex segregation, quality of life measures, and 
equal citizenship based on social equality (e.g. Esping-Andersen, 2002). 
 
2.7  Child Care in the Netherlands 
 
Maternal employment rates are affected by the availability and affordability 
of child care as well as leave arrangements and work flexibility.  Child care in the 
Netherlands is subsidized by the individual family, the employer, and the 
government, each contributing a portion of the costs.  Dutch parents’ portion of 
childcare costs are relatively high, compared to other OECD countries, at about 
42% of total costs.  In order to increase the number of employers providing 
childcare subsidies, the Dutch government allows 30% of contributed childcare 
subsidies to be tax deductible.  In 2005, the system of subsidizing formal childcare 
(“Wet Kinderopvang”) changed:  parents are now responsible for the complete 
payment to childcare centers initially, and are then expected to reclaim part of the 
cost from the government through tax reductions and employer’s contributions.   
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Government contributions now go directly to the parents and not the employer; and 
the employer of each parent is expected to bear 1/6 of the the costs for childcare 
directly (Dekker & Ederveen, 2005).     
It wasn’t always the case that the Dutch government took an active part in 
subsidizing child care facilities; historically, public policies were organized around 
the single male breadwinner with a housewife at home looking after the children 
(e.g. Bussemaker, 1998; Sainsbury, 1994).  But in 1991, the Dutch government 
passed the Child Care Act, the aim of which was to have parents, employers, and 
government each responsible for a third of the cost of child care.  By the late 1990s, 
the Childcare Stimulation Act conditioned that sufficient, affordable, accessible, and 
high-quality child care services will be provided to all citizens.  This resulted in an 
additional 70,000 child care places (International Reform Monitor, 2005).  This 
incentive has increased the rates of subsidized child care:  in 1989, employer’s 
contributed only 7% to childcare costs as opposed to the 25% employer monetary 
contribution today.   
Dutch public expenditure on childcare and early child education (0-5 years) 
is .24% of the GDP; however, looking at public spending on early education and 
care for children aged 0-2, the figure drops to .05% (Adema, 2004).  This is 
significantly lower than the Scandinavian countries who use childcare much more 
often on full-time basis (OECD, 2001; Haas, 1996, 2003).12  This differential is 
partly explained by the fact that childcare in the Netherlands is mostly on a part-
time basis patterned after the Dutch predominance of part-time work for maternal 
employment (OECD, 2002).   
The rate of Dutch children aged 4 and 5 years enrolled in early childhood 
education is 98% and 99% respectively; school is compulsory at 5 years of age 
(OECD, 2001).  Pre-primary and primary classes run 5.5 hours during the day with 
one day of the week being ½ day (usually Wednesday).  This schedule of hours in 
early child education lends itself well to the schedule of a part-time working parent, 
thus contributing to the high rate of maternal part-time employment.  The school 
system assumes the presence of a parent at home:  in most cases, it is the mother 
who is home when the school adjourns for a long lunch break (where it is the 
                                                 
12
 It should be noted that “full-time” is considered 30 hours or more in most Nordic countries. 
  29 
custom that most children literally go home) as well as after the ½ school day in the 
middle of the week and when the school day ends at 3pm on all other days.     
Before the age of 4, child care spaces are far fewer than the pre-primary and 
primary places.  Approximately 20% of Dutch children aged 0-3 are enrolled in 
formal child care arrangements, and even then, not on a full-time basis (OECD, 
2001; 2002; Dekker & Ederveen, 2005).13  Of those children who use formal 
childcare facilities, there are slots for only 13.3%, so the supply is not able to 
provide even for those that are enrolled, and the demand rate far exceeds 20%.   
Given the lack of formal care arrangements, the majority of parents of young 
children use informal care (50%).  Most children use childcare 2-4 days a week.     
After school child care options are growing but still the number of spaces 
available remains low (OECD, 2001).  Only 5% of 4-12 year olds take part in 
formal after school care (Dekker & Ederveen, 2005).  Even so, more women want 
to work than are actively seeking work and one of the reasons is the lack of 
affordable child care.  More attention paid to child care alternatives for women 
would likely increase the employment participation rates of women (Dekker & 
Ederveen, 2005).     
 Quite recently, the leader of the Liberal party in the current Parliament, 
Jozias van Aartsen, has proposed (and the Cabinet has pledged to execute) his 
amendment to the budget stating that, by the year 2007, all primary schools in the 
Netherlands will be required to offer before and after school programs from 7:30am 
to 6:30pm (Ministry of Education, Culture, & Science, 2005).  This has sparked 
tremendous controversy among the Dutch politicians and the Dutch public, 
especially with regards to the plans’ ability to maintain quality childcare as well as 
financial feasibility (e.g. Duin & Plantenga, 2005; Gerrits, 2005; Volkskrant, 2005).   
 
2.8  Dutch Parental Leave Schemas 
 
Paternity leave legislation is a prime example of legislation promoting 
gender inequality rather than gender equality.  The Netherlands paternity leave 
policy is practically non-existent, offering only 2 days of paid leave to fathers so 
they can formally register the birth of their child whereas employed women are 
                                                 
13
 The OECD (2002) published a 17% rate of formal use of childcare for 0-3 year olds, but Dekker & 
Ederveen (2005) report a rate of 22% in 2002. 
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allowed 16 weeks of 100% paid leave.  There is no indication that issues (such as 
fathers bonding with their infant or promoting father’s sharing the caring from the 
birth in an equal division of care) is high on the local or national agenda.  And in the 
U.S., state and national level job protected paid paternity / maternity leave schemas 
simply do not exist at all so it is more gender equal but in the way that neither the 
man nor the woman has a right to a job protected paid family leave.  As such, in 
those families that choose to and can afford to have one parent work less or not at 
all, it is usually the mother who does so; this is not only culturally bound, but also 
influenced by the gender pay gap where women earn less than men on average.   
Women are 4 times more likely to use parental leave as opposed to men.  In 
1998, 40% of Dutch women and 9% of Dutch men used parental leave (European 
Commission, 1998).  A study in 2001 found 24% of eligible Dutch employees made 
us of the scheme, 44% of whom were women and 12% were men (Grootscholte et 
al, 2000 as cited in Den Dulk, et al., 2004).  However, the rate Dutch men use 
parental leave has doubled to 18% today (CBS, 2005).  When paid parental leave is 
offered, take up rates for men increase, but not substantially (ibid).  Two-thirds of 
employed Dutch mothers work in the public sector (Gustaffson, Kenjoh, & Wetzels, 
2001) and in many public sector jobs, 75% wage replacement is given to those 
making use of parental leave; the “feminization” of parental leave take-up is most 
definitely influenced by these facts.    
Parental leave can be taken as a subsidized adjustment of limited working 
hours and those parents who do use it usually take it as an adjustment of their work 
week (so they work one day less per week, for example).  When both parents use 
this “adjusted work time” arrangement, they are each working part-time.  Usually, 
the mother works 3 or 4 days per week, and the father works 4 days per week. This 
has led to not only an increase in part-time work weeks, but also an increase in the 
number of fathers “home alone” with their children.   
 
2.9  Gendered Part-time Work in the Netherlands   
 
The last decade has seen a definite change of the tide.  Today, in all EU 
member states except for Germany, the UK, and the Netherlands, the majority of 
dual earner couples both with and without children continue to be ones where both 
partners work full-time (Europa, 2002).  The Netherlands, although slower than 
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other countries to mimic the dual earner family model, has seen a decade of 
dramatic change in figures:  in 1992, 47.6% of couples with children were dual 
earner households; in 2000, this figure had increased to more than two-thirds, at 
67.3%.  Still, in 80% of all dual earner households, there is one parent who works 
full-time and one parent who works part-time (Keuzenkamp, et al, 2000).  Contrary 
to the norm in the U.S. and the Nordic countries, only 10% of Dutch couples with 
children involve households where both partners work full-time (Europa, 2002).  
Studies show that women are more generally content with the hours they 
work, compared to men (e.g., Knijn & Well, 2001).  Women are considered more 
“willing” than men to sacrifice career aspirations by working fewer hours; 
employers support this sense with the attitude of it being a more “natural” state for 
women to work part-time as opposed to men (ibid).  However, studies also show the 
costs to the employee when employment is not based on formal full-time contract 
appointments and these costs are paid more heavily by women (e.g., Crittenden, 
2000).   
As mentioned earlier in this chapter, the Netherlands has the highest rate of 
part-time work of all the OECD countries as well as the EU member states, at 45% 
of the total employment rate (Europa, 2004); but this segment is highly gendered 
with nearly 80% of part-time employees being female.  Out of the 66% of the 
female population who work14, 77% work on a part-time basis; whereas 
approximately 22% of Dutch men work part-time (Commission of the European 
Communities, 2005).15  The rise in part-time employment is obviously heavily 
attributable to the increase in maternal employment.  In the early 1980s, two out of 
three mothers stopped working after childbirth; but by 1997, only one out of four 
mothers dropped out.  By 2003, 90% of women returned to work after having a 
baby (CBS, 2004) and the majority of those worked part-time.  It is this increase in 
part-time maternal employment that has caused the Dutch to be dubbed the “one 
and one half breadwinner” society.   
Nonetheless, it would not be off the mark to say that the Dutch “norm” may 
be moving in the direction of part-time work patterns, if you call part-time work 35 
                                                 
14
 This is higher than the EU Lisbon March 2000 summit target levels of 60% employment for 
women by the year 2010. 
15
 Male part-time employment is on the rise but it is in large part due to the increased numbers of 
student employment as well as the increased numbers of men taking early retirement and taking part-
time jobs to supplement their pension (O’Reilly & Fagan, 1998).   
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hours a week or less.  Whether the momentum keeps moving in the direction of the 
“two-thirds earner” model is yet to be seen.  So although there have been inroads 
made in the direction of a new “norm” for the working patterns of families—more 
equal rights and benefits for those choosing to cut down their contractual hours and 
continued projections of increased child care support, as can be seen in 
individualized tax and benefit systems—a fundamental change in the labor market 
behaviors of men and women is yet to occur.   
 
2.10  The Dutch “One and a Half Breadwinner” Model 
 
The Dutch “part-time economy” is a reflection of traditional gender 
stereotypes, the part-time nature of childcare and early education, and legislation 
over the past 20 years that has made part-time employment more possible and more 
attractive for previously unemployed women, especially mothers.  However, part-
time work also limits women’s options for economic independence as well as career 
advancement.  The end result is a very low rating when it comes to the economic 
independence of Dutch women (Plantenga, 2005).  The Ministry of Social Affairs 
and Employment has targeted a 60% rate of women between 15 and 65 years of age 
to be economically independent by 2010.  In 2000, this was true for only 38% of all 
women in the Netherlands while 70% of men are economically independent (den 
Dulk et al, 2004; Plantenga, 2005).  Looking at the gender employment gap in terms 
of “full-time equivalent” ratings, the Netherlands boasts the highest gender gap 
(with the exception of Malta) of all EU-25 countries at 31.5% (Plantenga, 2005).  
And those jobs that offer higher salaries such as managerial positions are jobs which 
continue to be structured so that only full-time employees can access them.  Recent 
studies show that this is not inherent in the job itself, but that it is a result of a  
tradition based on the male breadwinner model (Fuegen et al, 2004; Haas, Hwang, 
& Russell, 2000; Sheridan, 2004; Veenis 2000; Williams, 2000).  
Organizational culture based on the traditional single (male) breadwinner 
model is perpetuated by employer attitudes; for example, the higher status positions 
are available for those willing to fill the role of the “ever present” employee.  
Women are less likely to meet these expectations, given the demands of the double 
burden of care work—women simply have less time to be ever present in the office.  
This is especially the case for low skilled workers (den Dulk et al., 2004).  Veenis 
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(2000) and Heymann et al. (2002) studied workplace culture and work/family 
policies and found class distinctions in the types of policies offered:  those who 
worked in higher paid and high skilled jobs were more accessible to flextime 
whereas workers in lower skilled and lower paid jobs had more access to part-time 
schedules and not access to flextime.  When firms integrate gender equal friendly 
policies, they tend to be larger firms either in the public sector or in highly skilled, 
highly paid professions.  Veenis (2000) also found that those workers in “more 
important” jobs were embedded in the traditional full-time workweek and less likely 
to employ family friendly policies.  As can be shown in the research, 
“presenteeism”16 is not only a gender issue, but is also a class issue (OECD, 2002). 
Nonetheless, the security and equality in benefits supported in Dutch part-
time work laws are making it more possible for men to cut their jobs from full-time 
to three-quarter time.  Dutch men are participating more in care work as a result 
(e.g. CBS, 2005; den Dulk, 2004).  Will the Netherlands continue to move in the 
direction of the two thirds earner model?  And if so, will this model create a more 
gender equal society?  Will women be relieved of their “double burden”?  The 
Netherlands has the opportunity to become a trendsetter towards gender equality; a 
new trend that does not involve the one-way street masculinization of women’s 
biographies but rather involves a two-way street where women join men in the labor 
force and men join women in the care work in equal divisions.   
Let us now turn to the United States for a comparison. 
 
2.11  Family Policies in the United States 
 
The United States does not provide any child or family allowance (although 
there are tax benefits for families with children).  There is a tax credit of up to 30% 
of approximately 1/3 of the total cost of full-time child care for working families.  
There is no universal maternity, paternity, or family leave, either paid or unpaid.  
There is a 12 week unpaid family leave that reaches approximately half of the 
working population (U.S. Department of Labor, 2000; Wisensale, 2003).  Federal 
employees have 24 hours of paid leave per year for child related activities, 
including when a child is ill.  In 1995, the U.S. expended .64% of its GDP on family 
                                                 
16
 I first noted the word “presenteeism” in Sheridan, 2004; but I have seen this term crop up from 
time to time in the literature on organizational culture.   
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cash benefits and family services, far less than many western European countries, 
especially the Nordic countries (e.g., OECD 2002).   
The United States relies on the labor market to provide for its employees and 
when it does not provide benefits such as child care or maternity leave, the 
responsibility rests with the private family.  The government stresses the importance 
of employer responsiveness to family needs and does offer some tax incentives to 
those employers providing child care benefits.  However, the majority of employers 
do not provide child and family benefits or services besides paying lip service by 
way of referral sources.  Employer subsidized child care was only available to one 
in 25 employees in the year 1995-1996 (U.S. Bureau of Labor Statistics, 1998).   
The U.S. government neither mandates standard provisions for employees as in the 
case of the Scandinavian countries, nor directs the employer in collective bargaining 
as in the Netherlands.  As such, the outcome of family friendly policies and 
practices are largely determined by individual companies.  Companies that offer 
only full-time employment and require full-time presence without offering any 
flexibility for work interruptions tend to be “gendered” work places; that is, they 
have a work force that is predominantly made up of men.  But even in the female 
dominated sectors, many companies only offer full-time employment and demand 
full-time presence which supports a model that makes caring for young children 
very difficult.  Combining care work of very young children with employment with 
the ability to interrupt employment for a period of time beyond 6 weeks is not 
common in the U.S.  The “full-time employed with full-time presence” model 
makes the combination of work and care an arduous task for most families (e.g., 
Williams, 2000).   
Part-time work in the U.S. is not regulated nor protected by the government, 
as it is in the Netherlands.  Part-time jobs are on a “hire and fire at will” basis in 
many states; furthermore, they come with no job protection, no benefits, and are 
often paid at lower wages than full-time contractual employment.  In 1993, for 
example, only 15% of part-time workers had access to pension programs 
(Bookman, 1995).  Those U.S. companies that do offer part-time work schedules 
rarely allow access to benefits such as health care, paid sick leave, paid holiday 
leave, and care leave and simply do not offer day care subsidies (e.g., Bookman, 
1995; Jorgensen, 2002; National Partnership for Women, 2004).  These 
disadvantages impact women more often then men, since women constitute over 
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two-thirds of temporary, “contingent”, and part-time workers (Bookman, 1995).   
Since many labor laws were created in a climate where stable, long-term, full-time 
jobs predominated, they do not apply to today’s ever growing “contingent” work 
force.   
Combining work and family life is an important issue in the U.S as far as 
public discussion and academic research goes.  But the U.S. government rarely 
responds with active legislation making policies statutory (e.g. Heymann et al, 
2004).  Instead, governments mainly rely upon incentives—mostly in the way of tax 
reductions—for employers to create their own family friendly policies.  The support 
of the employer is often listed as a main factor in satisfaction with work as is also 
the degree to which an employee can take advantage of those options (Lambert, 
2004).  
Despite the lack of family friendly policies in the United States, it boasts a 
high employment participation rate for men and women.  Approximately 74% of 
women and 96% of men aged 25-54 were employed in 2001 (OECD 2005a).  This 
female labor force participation rate is exceeded only in the Nordic countries and 
Iceland.  Families with children also average high employment rates in the U.S.  
Over half of all two parent families are also two earner families.  Almost 60% of 
working mothers are back to work before their child is one years old.  Only 30% of 
families continue the single male breadwinner model, where the father works full-
time and the mother stays at home; and in only 5.5 percent of two parent families 
does the mother work full-time and the father stay at home.  Labor force 
participation rate for mothers in 2003 was 71.1%; for married mothers the rate was 
68.6 percent and for unmarried mothers the rate was 77.7% (U.S. Department of 
Labor, 2004).  In 2002, nearly 75% of all employed women with children under the 
age of 18 years were working full-time (40 or more hours per week); 70% of 
mothers with children under 6 years of age work full-time (National Women’s Law 
Center, 2004).  Over three quarters of lone mothers participate in the labor force by 
working full-time (82% of lone mothers with children under 18 years; and 76% of 
lone mothers with children under 6 years of age work at least 40 hours per week) 
(National Women’s Law Center, 2004).   
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2.12  Lone Parents 
 
Single parents are more at risk on many levels, one of which is the increased 
likelihood of living in poverty.  Non-employment among single parents in the U.S. 
very often leads to poverty and child poverty due to the lack of public welfare 
services and a lack of redistributive wealth (e.g. OECD, 2001; Bellamy, 2005).  The 
percentage of all households with dependent children who are single parents in the 
Netherlands is 13%; in the U.S., the rate is more than double that, somewhere 
between 29% and 31% (Childstats.gov, 2005; Clearinghouse on International 
Developments in Child, Youth and Family Policies at Columbia University, 2004b).  
Poverty rates for single parent households are extremely high.  Non-working single 
parents who live in poverty in the Netherlands is approximately 40% but the 
working single parent household poverty rate is reduced to approximately 17%.  For 
the U.S., 90% of non working single parent families live in poverty and this number 
is reduced to 40% for working single parent households.  Employing single parents 
is a key factor in reducing the numbers of women and children living in poverty 
(Esping-Andersen, 2002), but this factor makes more of a difference in the 
Netherlands as opposed to the U.S.   
 
2.13  Child Poverty 
 
The U.S. has the highest child poverty rate among single parent households 
of all 23 industrialized countries (Adema, 2001).  The U.S. rate is only better than 
Mexico in the OECD countries, with approximately 22% of all U.S. children living 
in poverty (Bellamy, 2005).  Relative poverty is defined as households with 
incomes below 50% the national median; this definition is used in most OECD 
countries as well as in Article 27 of the UN Convention on the Rights of the Child 
(OECD, 2001).  The Scandinavian countries have the lowest rates of child poverty 
of all industrialized nations in the world; Finland’s rate is just under 3%, Norway’s 
is 3%, and Sweden’s is 4% (Bellamy, 2005).  The Netherlands has 10% of its 
children living in poverty (ibid).  The higher the social expenditure on family and 
other related social benefits as a percentage of a country’s GDP, the lower the child 
poverty rates (ibid).  Relative poverty rates before and after taxes and transfers 
reinforce this correlation, with family benefits running highest in the Scandinavian 
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countries and lowest in the UK, Italy, the U.S., and Mexico (OECD, 2001).  Since 
the Scandinavian countries as well as the UK, and the US have high female 
employment rates, it would seem that child poverty rates are also correlated to 
redistribution policies in tandem with female employment.   
 
2.14  Fertility Rate 
 
The U.S. has maintained a robust fertility rate over the demographically 
changed decades.  Its fertility rate is roughly 2.1 which is equal to Iceland and 
higher than all the other OECD countries except Mexico and Turkey; indeed, 
virtually all European countries have a fertility rate that falls below 1.8 births per 
woman, and many fall lower than this (Schipfer, 2004).  
Why has the U.S., a country with a very high labor force participation rate of 
women, not had the decline in fertility that other European countries have 
experienced?  This “fertility puzzle” is not easily explained, but theories have been 
speculated.  Foremost, fertility is low among highly educated American women; 
and high fertility is concentrated among the least educated American women (those 
not having completed secondary education) (Esping-Andersen, 2002).  But even 
reasons for these facts are complicated.   
  McDonald (2000) summarizes four such theories.  Rational choice theory 
states that people decide to have children based on the calculation between the 
benefits and the costs (benefits referring to the psychological dimension of having a 
child).  Risk aversion theory says that people make decisions about having a child 
based on their future orientation and what path they take is determined by what has 
the least amount of risks involved (for example, if job security is uncertain, people 
will not choose for children).  Post-maternalist theory speculates that changes in 
demographic trends have been due to a move toward individualization and self-
realization (here, emancipation and prosperous societies have created more options 
for women).  Finally, there is gender equity theory that hypothesizes that low 
fertility can be explained by and incongruence between the traditional social 
institutions maintained (male breadwinner model) despite the level of gender equity 
in instititutions that deal with people as individuals (e.g., equal access to 
employment and education).  McDonald argues that countries may impact fertility 
by providing financial incentives (e.g. cash payments, tax credits/deductions, free or 
  38 
heavily subsidized child services, housing subsidies); by offering work and family 
initiatives (e.g., parental leave policies, child care, flexible work arrangements, anti-
discrimination legislation); and by creating broad social change that supports 
parenting (e.g., gender equity, marriage and relationship supports, positive attitudes 
towards children).    
It is clear that many factors influence fertility rates such as education, 
marriage, economy, immigration, poverty, employment options, etc.  More 
discussions can be followed in Esping-Andersen (2002), Fahey & Spender (2004), 
and Neyer (2003).  
 
2.15  Child Care in the United States 
 
Early childhood education and care (ECEC) is far different in the United 
States as opposed to the Netherlands.  There is no national or state-wide coherent 
system available ubiquitously to children for early education or child care.  
Compulsory school age begins at 6 years, but nearly every child attends pre-primary 
school, kindergarten, at 5 years of age.  Before the age of five, ECEC programs 
include a variety of options funded in a variety of ways.  These include day care 
centers, family run day care (regulated and non-regulated), preschools, nursery 
schools, and before and after school programs.  Head Start and Early Head Start, the 
only national federally funded early childhood education program, is available for 
low income families only.  Head Start reaches only 3 out of 5 eligible children 
preschool age and only 3% of eligible infants and toddlers (National Women’s Law 
Center, 2004b).  However, Head Start programs are typically open for part of the 
working day making it difficult for working parents to participate.   
 Despite the lack of subsidies, in 1996 61% of children aged 3-5 were 
enrolled in some form of center based or pre-primary school based program and 
almost 1/3 of children under 3 years (Clearinghouse on International Developments 
in Child, Youth, and Family policies at Columbia U, 2004a).  The number of 
children aged 0-3 enrolled in formal child care is more than double the rate of the 
Dutch children at 54% (OECD, 2004).     
The Child Care and Development Block Grant (CCDBG) provides federal 
funds to individual states to help provide child care for working families.  Federal 
funding is targeted solely for children living in poverty and for children with 
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disabilities.  Still, only one in seven children eligible for child care assistance 
actually receive it (National Women’s Law Center, 2004b).   For those families who 
are not living in poverty, funding is largely a private matter.  Federally subsidized 
child care is available for those families transitioning from welfare to work under 
the 1996 Personal Responsibility and Opportunity for Work Act; but even in these 
cases, parents are still responsible for 75% of the costs of child care.   
Employer-sponsored child care benefits—widespread in the Netherlands 
today—remains relatively uncommon in the United States.  State and local 
government employees are not any more likely to receive child care benefits than 
private sector employees (U.S. Bureau of Labor Statistics, 1998).  In 1995 and 
1996, only 4% of all employees had child care benefits, and private employers 
offered benefits to only one out of 25 employees.  Although still a low rate, 15% of 
professional and technical employees who work full-time in large companies have 
some kind of child care benefit, as opposed to less than 1% of blue collar full-time 
employees in smaller companies (ibid).  And in a 1998 survey covering 45 states, 
low-income women listed a lack of adequate child care as one of their main barriers 
to maintaining employment (National Partnership for Women and Families, 1999).    
Millions of working Americans struggle with child care in two main ways:  
quality and affordability.  Low-income families are hit the hardest on both levels, 
with many having to settle for low quality care.  Child care expenses represents the 
single largest expense for higher income families, exceeded only by the cost of 
housing; for low and middle income families, child care represents the third greatest 
expense, exceeded only by food and housing, but low income families expend a 
higher percentage of their total income (23%) on child care expenses as opposed to 
the percentage of income expended by higher income families (6%) (National 
Women’s Law Center, 2004).  Lone parents are hit even harder by the cost of child 
care; for example, two-thirds of working lone mothers spent 40% of their total cash 
income on child care (ibid).    
How is it that the United States developed along a much different path than 
Europe in terms of family policies?  Let us now turn to a brief history of the 
evolution of U.S. family policies.   
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2.16  A Brief History of Family Policies in the United States 
 
The United States followed a much different course than most other 
industrialized countries in the world (e.g., Koven & Michel, 1993; Michel, 1999; 
Skocpol, 1992).  Sonya Michel’s (1999) historical narrative for the current U.S. 
approach to family policies will be briefly summarized here.   
Rather than instituting nationally mandated parental leave and child care 
policies, which offered working parents rights to care for their children and 
maintain employment, the U.S. relied upon families, charities, and churches before 
the turn of the 20th century to support and protect families who could not afford to 
have a stay at home caregiver raising their child(ren).  In the mid to late 1800’s, the 
earliest form of day care, day nurseries, were established by wealthy, philanthropic 
women who took it upon themselves to “save” and “uplift” those children belonging 
to families that were considered destitute (widowed and abandoned mothers as well 
as the poorest of the two parent families).  By the turn of the century, there existed 
the National Federation of Day Nurseries, with at least 700 day nurseries existing 
across the country by 1916.  However, these day nurseries failed to mobilize a 
national movement.  They were not considered to give quality care nor to uplift the 
lives of the working poor families.  What could have been a national movement in 
the direction of child care services remained private sector (whether for-profit or 
voluntary) organizations whose central principle was that child care should be 
temporary and for the lowest income families.    
As Michel (1999) details, criticism of maternal employment and poor child 
care led increasingly to discussion of mother’s pensions, so that mothers would not 
have to work but could remain at home as primary caregivers to their children.  
Often referred to as the “cult of motherhood”, it was argued that mothers who raised 
their children to be upstanding citizens of the State were doing the State a service 
and should be rewarded for doing so.  Widows and very poor single parents were 
given pensions but the amounts in no way lifted them out of poverty.  The reward 
failed to be enough to live on, and many women who did receive pensions had to 
supplement with paid work outside the home.  Once this movement got started, 
however, the bureaucratic momentum kept going with the founding of the U.S. 
Children’s Bureau which became the federal voice for maternalist reforms.  During 
WWII, women, including mothers, were actively recruited into the labor force to fill 
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the gap left by men joining the military.  The federal Lanham Act of 1942 provided 
grants to states to provide child care for mothers working in wartime industries.  But 
the program ended with the war despite the U.S. Department of Labor Women’s 
Bureau recommending a maternity leave of 14 weeks (8 weeks before birth, 6 
weeks after birth).   
Means tested child welfare cash benefits, Aid to Families with Children 
(ADC), became the modus operandi for meeting the challenge of poor families 
failing to meet self-sufficiency within the free market system.  Rather than 
encourage women to combine work with family, ADC instead supported the idea of 
the stay at home mother, not only providing subsistence living (just enough to not 
starve to death), but also making eligibility for Medicaid (health insurance for the 
poor) and food stamps available.  ADC became AFDC (Aid to Families with 
Dependent Children) in the 1960s and more working class families turned to 
welfare subsistence living in the wake of non-existent state or federal policies that 
would have helped them either join or re-enter the work force (Michel, 1999).   
Unlike their European counterpart, U.S. federal administrations approached 
the sharp rise in female labor force of the 1970s by relying on the unfettered market 
and the private family to meet the needs of children and working parents (e.g. 
Janssens, 2003; Michel, 1999; Skocpol, 1992).  Employers were encouraged 
through subsidies and tax breaks (that is, corporate welfare) to offer child care as a 
benefit for their employees.  While employer supported child care increased 
dramatically from 1980 to 1990, it mainly supported middle and upper class 
families.  Low income families continued to rely on welfare subsistence benefits 
finding themselves in “the poverty trap”—that is, moving from welfare to work led 
to lower standards of living because they could not earn enough to offset the costs 
of basic daily expenses, child care, and health care.  
Individual states enacted parental leave policies and by 1987, nine states had 
unpaid maternity leave.  Within 2 more years, another 14 states had some forms of 
parental leave enacted at the state level.  State leaves vary in length from 4 to 18 
weeks, they are not universal, and only 5 states (CA, HI, NJ, NY, RI) have partially 
compensated leave packages.  Only these five states provide partially paid disability 
and maternity leave for its workers.  As of 2004, California is the first state to 
provide a 6 week partially paid family benefit (including maternity leave) for all 
workers who previously were eligible for short term disability insurance, be they in 
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the private or public sector.  This benefit only applies to those employees who 
already have a leave from work benefit—be it job protected or not—from their 
employer or through the Family and Medical Leave Act.  Beyond this very recent 
state law, American workers rely on individual company benefit packages for any 
family related leave from work option—paid or unpaid—including childbirth 
related leaves.  Large firms as well as companies in banking, finance, and insurance 
are more likely to provide partially paid maternity leave of an average length of six 
weeks.  None offer fully paid maternity or paternity leave to all workers.   
Currently, no state guarantees all workers access to paid sick leave, but 
twenty six states allow the employee to use their own sick leave to care for a family 
member (e.g. Grant, Hatcher, & Patel, 2005).  Among the private sector, 
approximately half (47%) of all U.S. employees (76% of low wage workers) have 
no paid sick leave (National Partnership for Women, 2004).  Only 5 states mandate 
private sector employers to allow workers to use their own paid sick leave to care 
for a family member.  Public sector employees fare better at the federal and 
individual state level:  employees are allowed an average of 12 paid sick leave days 
per year; the length varies and annually accrues differently in each state.  This leave 
can be used to care for a sick family member.  Public sector employees use their 
personal sick leave for illnesses unrelated to work, with pregnancy and childbirth 
falling into this category.   
The 1990s saw sweeping welfare reforms that severely limited the length of 
time a parent could receive welfare benefits; now, they aim to re-integrate welfare 
recipients into the labor force by enforcing increased work requirements.  However, 
as if reverting back to it’s 19th century roots, the U.S. continues to heavily rely on 
the private sector (whether for profit or voluntary) to meet the needs of working 
parents in need of child care.  The 1990 Child Care and Development Block Grant 
offered block grants to states to encourage employers to subsidize child care 
expenses, but while some companies offer day care benefits to its employees, these 
private sector initiatives do not reach the large majority of working families (e.g., 
Lane, et al, 2002; National Partnership for Women, 2002; U.S. Bureau of Labor 
Statistics, 1998).  Regulations of child care services that were in place were 
deregulated in the early 1980s during the Reagan administration.  As such, child 
care in the U.S. is on a “you get what you pay for” basis (Gustafsson & Stafford, 
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1995).  For the working class, the United States is notorious for its low quality child 
care.17 
In 1993, the U.S. enacted the Family and Medical Leave Act (FMLA).  This 
is the first time in U.S. history that a family leave policy has been enacted at the 
federal level.  The FMLA offers working parents the right to 12 weeks of unpaid 
leave for any serious family related medical issue (such as the birth of a baby, a 
serious illness, or the death of a family member).  It applies to all companies with 
50 or more employees within a 75 mile radius of the worksite.  Employees must 
have worked at the company for at least 12 months and for a minimum of 20 hours 
per week during the last year to be eligible.  The highest paid 10% of employees are 
exempt from eligibility if the employer can prove that their absence would create a 
problem for the company.  Given these restrictions, only half of all U.S. employees 
are eligible for this leave; of the roughly 50% that are eligible, very few are able to 
make use of this leave because it is unpaid (Cantor et al, 2001).  Only about 2% of 
people who are eligible actually use FMLA.  Approximately 75% of people who 
wanted to but did not use FMLA stated lack of pay as the defining reason (Cantor, 
et al., 2000).   
In 1996, President Clinton signed into law the Personal Responsibility and 
Work Opportunity Act (PROWA) intended to move welfare recipients into the labor 
force.  Child care subsidies are given to low income parents but nowhere near 
enough to meet the demand (National Women’s Law Center, 2004).  Rather than 
eligible entitlement based on family income only, welfare benefits are now 
considered “temporary assistance” with a 5 year limit (Temporary Assistance to 
Needy Families—TANF).  In most states, recipients must show a readiness to work 
from the beginning of receiving benefits (actively seeking work or training for 
future work).  There are financial incentives to states that reduce their welfare rolls.  
Low income families are mostly on their own to figure out how to combine child 
care with paid employment.   
                                                 
17
 In order to maximize profits, child care centers offer low salaries to child care workers 
and max out the child-to-caregiver ratio the law will allow.  Staff turnover is high (e.g. Michel, 
1999). 
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2.17  The Intersection of Class and Gender in U.S. Family Policies 
 
U.S. family policies have a long history of being based in class and gender 
divisions.  Most of the U.S. social entitlements have been constructed and shaped by 
cultural tenets which include a strong value on individualism, a belief that the 
family is a private unit and should not be interfered with by the state, a belief in 
volunteerism as a means for providing social welfare (as opposed to statutory 
enactments), a strong work ethic, an open immigration approach which kept fertility 
rates robust, and a strong belief in the free market and laissez-faire economics 
(Clearinghouse on International Developments in Child, Youth and Family Policies 
at Columbia University, 2004a).  With the exception of leading the way 
internationally for a compulsory and free educational system, the market and the 
private family unit were to act in tandem to meet the needs of families and 
individuals.  When both failed to do so, the government would pick up the slack by 
providing means tested welfare benefits.  The elderly, children, and the disabled are 
the three main groups mostly targeted for such benefits.  U.S. social benefit 
programs have always been means tested rather than universally based; programs 
targeted at the poor and needy were constructed as a bottom line safety net and were 
not intended as a bridge to better one’s standard of living (e.g. Michel, 1999).  
Welfare recipients were seen to be relegated to a kind of poverty trap where 
movement towards a higher income meant reduction in welfare entitlements, which 
would keep the level of income low.   
 Of those employers that offer child care benefits to their employees, nearly 
all of them are in the large private sector companies who employ professionals 
(U.S. Bureau of Labor Statistics, 1998).  Low income workers mainly belong to 
blue and white collar jobs as well as nonstandard employment jobs such as 
temporary employment, night shifts, and weekend shifts work.  So employees that 
have higher salaries and therefore are more able to afford footing the bill for family 
support measures are the same ones who have more family benefits offered to them 
through their work.  Low-income workers who can’t afford to pay for their own 
child care or who can’t afford to take time off without pay are in jobs that do not 
offer child care or paid leave benefits to begin with (National Partnership for 
Women, 2002, 2004, 2005).     
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 Permanent low wage jobs reflect approximately 30% of the American 
workforce (Heymann, et al., 2002).  Particularly for low educated, low income 
women (such as women moving from welfare to work), employment as well as 
access to support services are met with obstacles not faced by other groups.  The 
National Partnership for Women & Families (1999) spearheaded a study on 
obstacles facing low income women and found four main barriers for women 
wishing to move from welfare to work:  1) barriers to education and training, child 
care, and transportation services hindered women’s ability to find employment; 2) 
employer inflexibility toward family needs was practically impossible to overcome 
for low income women; 3) discrimination based on gender, pregnancy, disabilities, 
and race/ethnicity remains a serious problem for women entering the work force; 
and 4) these barriers affect all low income women regardless of their welfare status.  
Lack of support services, lack of employer flexibility, and lack of true gender (and 
race) neutral opportunities continue to hinder individual chances to improve 
standards of living.  Moveover, because of higher rates of women affected by 
teenage pregnancy, divorce, and out of wedlock births there exists a challenge that 
looms larger for the U.S. than for other OECD countries.   
 
2.18 Conclusion 
 
Heymann et al. (2004) issued a report on where the U.S. stands globally 
regarding policies that have become generally accepted as meeting the needs of 
families in general, but particularly low income working families.  The findings 
would give pause to anyone interested in family policies and welfare.  Quoting 
directly from the report, among comparative country working conditions, they 
found: 
• 163 countries around the world offer guaranteed paid leave to women in 
connection with childbirth. The U.S. does not.  
• The only other industrialized country which does not have paid maternity 
or parental leave for women, Australia, guarantees a full year of unpaid 
leave to all women in the country. In contrast, the Family and Medical 
Leave Act (FMLA) in the U.S. provides only 12 weeks of unpaid leave to 
approximately half of mothers in the U.S. and nothing for the remainder. 
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• 45 countries ensure that fathers either receive paid paternity leave or have a 
right to paid parental leave. The United States guarantees fathers neither 
paid paternity nor paid parental leave. 
• At least 76 countries protect working women’s right to breastfeed; the U.S. 
does not, in spite of the fact that breastfeeding has been shown to reduce 
infant mortality several-fold. 
• In fact, nearly two-thirds of these countries protect breastfeeding for 15 
months or longer. Nearly nine out of ten protect this right for at least a year.  
• At least 96 countries around the world in all geographic regions and at all 
economic levels mandate paid annual leave. The U.S. does not require 
employers to provide paid annual leave.  
• At least 37 countries have policies guaranteeing parents some type of paid 
leave specifically for when their children are ill. Of these countries, two-
thirds guarantee more than a week of paid leave, and more than one-third 
guarantee 11 or more days. 
• 139 countries provide paid leave for short- or long-term illnesses, with 117 
providing a week or more annually. The U.S. provides only unpaid leave 
for serious illnesses through the FMLA, which does not cover all workers.  
• 40 countries have government-mandated evening and night wage 
premiums. The U.S. does not. 
• At least 98 countries require employers to provide a mandatory day of rest: 
a period of at least 24 hours off each week. The U.S. does not guarantee 
workers this weekly break. 
• At least 84 countries have laws that fix the maximum length of the work 
week. The U.S. does not have a maximum length of the work week or a 
limit on mandatory overtime per week. 
• 42 countries guarantee leave for major family events; in 37 of these 
countries, the leave is paid. 
The United States’ free market has proven to fall far short of the needs of 
American families as far as employers offering flexibility, paid leave, and childcare 
benefits.  With poverty rates high, family policies few and far between, a dismal 
lack of universal early childhood educational and care services, the U.S. 
government has yet to do something about the continued need for a better 
reconciliation of work and family responsibilities.  Women (and men) may be 
working in the U.S., but families are suffering.   
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 Many European parents have access to a myriad of public resources that 
help them integrate their employment with raising a family:  these include paid 
parental leaves, full or partially subsidized child care, part-time employment parity, 
the right to reduce working hours without changing jobs or job positions, a 30-36 
hour work week depending on the country, limits on mandatory overtime, and 4-5 
weeks a year paid holiday (e.g., Gornick & Meyers, 2003; Hegewisch, et al, 2005).  
By contrast, many American companies accept the ideal worker as working 40-50 
hours (or more) a week as a standard (e.g. Williams, 2000, 2005b).  Penalties for 
part-time work include no benefits, no pension, no health care, lower pay, and no 
paid sick time or holiday time (Bookman, 1995; Hegewisch, 2005).  The U.S. lacks 
any form of standardized subsidies for child care.  And there is no paid parental 
leave as a national standard for employed persons.   
Esping-Andersen (2002) has argued that “woman-friendly” policies are 
simultaneously “family-friendly” and “society-friendly” and so should be defined as 
“social investment” (p. 94).  The U.S. has a long way to go as far as investing in its 
social capital.  Comparing European and American work standards, it would seem 
that the American ideal worker is still largely predicated on the full-time 
breadwinner and stay at home caregiver ideology despite the fact that this model no 
longer exists in American society; this juxtaposition is causing families to go 
without needed family support measures.  European policies tend to support more 
opportunities for gender equality (Williams, 2005a, 2005b).  Despite the graying of 
society and the decrease in fertility rates, European policy provisions that support 
families have not decreased; rather they have continued to effectively reduce child 
poverty and increase the stability of mothers’ employment (Gornick & Meyers, 
2001).  One would expect that the quality of life of working parents in the United 
States would greatly improve if the United States emulated European policy 
designs.  The next chapter tests this hypothesis by presenting the results of this 
comparative study of working parents in the United States and in the Netherlands.    
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Chapter 3 
 
Factors that Help Parents Integrate Employment with Caregiving: 
Statistical and Narrative Analyses 
 
 
 
“The character of the welfare state is especially important:  Family/child/gender 
related policies, the generosity of social services, the availability of part-time jobs 
and the monetary programs supporting parents/mothers could strongly shape 
patterns of family and work reconciliation, and the employment opportunities of 
mothers/parents.” 
 
--Fahey & Spender, 2004, Fertility and Family Issues in an Enlarged Europe, p. 57 
 
 
3.1  Introduction 
 
The 1950’s norm of a two parent, male breadwinner household has been 
replaced with significant changes in family structure.  Today, the number of women 
with higher education levels surpasses that of men, impacting both fertility rates and 
better options in employment for women.  Divorce rates have continued to rise over 
the last fifty years leading to increased numbers of single parent households.  Nearly 
one-third of U.S. households is headed by single parents, and mostly mothers 
(Bradshaw & Finch, 2002); and nearly half of those live at or below poverty level 
(Gustafsson & Stafford, 1995).  The Dutch rates for single parent households have 
also risen from 8% in the early 1980’s to 13% in 2001 (Bradshaw & Finch, 2001).   
In 2000, the Dutch employment rate for women with children under 15 years of age 
was close to 70%; for the U.S., it was 76% (Martin & Kats, 2003).     
As a result of these major shifts in demographic trends, the earlier debates of 
the 1970s and 80s concerning children going to formal day care has shifted to 
debates concerning the best alternatives for children needing substitute care, the best 
ways to structure parental leaves, and the best way to implement such policies.  The 
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question today concerns not only how to encourage more women to enter and 
maintain stable employment but also how to encourage more men to take a bigger 
role in caregiving, so children’s quality of life is taken into account alongside 
women’ economic role and men’s ability to give care (e.g. Esping-Andersen, 2002).     
 
3.2 Hypothesis: 
 
It was hypothesized that those countries structured by more social 
democratic programs—whether they be universal social-democratic welfare 
programs or employment linked social insurance programs as opposed to the U.S. 
reliance on private market and family systems—would also offer more successful 
family friendly policies to working parents.  Success was determined by degree of 
self reported parental satisfaction and by ratings on the World Health 
Organization’s Quality of Life surveys.  By comparing the U.S. to a northern 
European country, where welfare state policies differed drastically, it was believed a 
picture would form of the influential role government plays in helping parents 
successfully juggle work with raising children.  Since the author aimed at 
comparing the U.S. to a much different European welfare state, and since the author 
lived in the Netherlands during this Ph.D. project, the Netherlands was the obvious 
country of choice for comparison. 
 
3.3  Method 
 
One EU member state, the Netherlands, was compared with the U.S. in 
terms of work and family policies.  Twenty-seven Dutch families (n=49) and 27 
U.S. families (n=47) were interviewed face to face regarding how they combined 
paid work with family life; they were also asked questions regarding their attitudes 
towards family policies in their country, the impact their country’s (or state’s) 
parental leave policy had on parenting, the impact parental leave had on 
employment attitudes and choices, and their general beliefs regarding working 
parents and what needs adjusting in their country to help make life more 
comfortable.  In addition, each family filled out the Parental Leave Inventory 
(Feldman & Zigler, 1995), a questionnaire on satisfaction with parental leave, as 
well as completed subscales of the World Health Organization Quality of Life-100 
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questionnaire for the Dutch and U.S. populations (Bononi & Patrick, 1997; de Vries 
& van Heck, 1995).  Low, middle, and high income levels were represented, 
although not equally.    
 
3.4 Participants 
 
Participants were accepted if they fit the criteria of being employed at least 
two days per week while raising children five years of age or under.  In the case of 
two parent families, both parents needed to be employed.  Advertisements for 
participants were listed child care centers, preschools, doctor’s offices, 
supermarkets, various businesses, universities, parenting websites, and school 
newsletters.  In the advertisement, parents were told a study was being conducted on 
parental leave; parents were asked to phone or email the principal investigator if 
they were interested in participating in an interview.     
Forty-nine native Dutch working mothers and fathers (27 families) and 47 
American working mothers and fathers (27 families) caring for young children 
under five years of age participated in this study.  The average age of the 
participants was 34 years.  The average age of the both the U.S. and the Dutch 
mothers was 32 years and the average age of both the U.S. and Dutch fathers was 36 
years.  The total range in ages of mothers and fathers was 20-48 years. All 
participants were born and raised in their respective countries (with the exception of 
one American father who held dual citizenship but who was born in Canada).  
Emphasis was placed on native citizen families rather than immigrant families so as 
to decrease the amount of confounding factors caused by their being raised in an 
additional country’s culture.  All Dutch participants were Caucasian.  Two 
participants in the U.S. sample were African American; the remaining U.S. 
participants were Caucasian. 
Before childbirth, 95% of U.S. mothers and 100% of U.S. fathers worked 
full-time (in this study, full-time was defined as working more than 34 hours a 
week).  Before childbirth, 81% of Dutch fathers and 77% of Dutch mothers worked 
full-time.  After the birth of their first child and at the time of the interview, most of 
the U.S. participants, mothers and fathers, continued to work full-time (81% of 
mothers; and 79% of fathers) whereas there was a significant drop in working hours 
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after birth for Dutch parents with only 11% of Dutch mothers and 67% of Dutch 
fathers working full-time at the time of the interview.   
 All Dutch families had children five years or under at the time of the 
interview; all U.S. families had children five years or under (but one couple whose 
children were aged 8 and 5; and four single parent families who had children under 
five years as well as 1 or 2 older children between 5 and 12 years of age).   
Ninety percent of the total sample had one or two children at the time of this 
study with an average of 1.88 children per household for the U.S. and 1.44 children 
for the Dutch.  This is slightly less than the current fertility rate of the U.S. 
(TFR=2.01) and the Netherlands (TFR=1.73) (OECD, 2005).  It must be kept in 
mind that the majority of these families were still in their prime and had not reached 
completed fertility status for their lifetime.  As a side note, a significant number of 
mothers were pregnant at the time of the interview, but the pregnancy was not 
added to the total number of children in the family.  For the entire sample, a total of 
47% of families had 1 child; 43% had two children; 6% had 3 children; and 4% had 
4 children.  Nearly two thirds of the Dutch families had one child at the time of the 
interview (63%) whereas only 42% of U.S. families had 1 child.   
 Due to single parent households, fifty-six percent (56%) of the sample were 
mothers; 44% fathers.  The total number of single parent households in the sample 
was 13%; 87% were couples.  Breaking the sample down by country, 69% of U.S. 
couples were married,  27% were single mothers; and 4% were U.S. dual parent 
households living together unmarried.  For the Dutch participants, 56% were 
married; 19% were single mothers; and 26% were dual parent households living 
together unmarried.  
  Single Parent home:    US 27%  DUTCH 19% 
  Two Parent home:    US 73% DUTCH 82% 
Married:     US 69% DUTCH 56% 
  Single:     US 27% DUTCH 19% 
  Living w/ Father of Child:   US   4% DUTCH 26% 
Dutch law allows for a legally binding contract for two people wishing to form a 
household together but without marriage, and this may partly account for the 
significant difference in rates of married versus “unmarried but living together” 
couples between the two countries in this study.  Rates of single mothers reflect 
demographic trends as well; the U.S. has more than twice the number of Dutch 
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single mother households in general (26-31% versus 11-13%, depending on the 
source you use) (e.g. Bradshaw & Finch, 2002; Childstats.gov, 2005; OECD, 2005).  
 Low, middle, and high incomes were represented, but not equally.  For the 
U.S., 27% of the households were low income families; 22% of Dutch households 
were low income; 15% of the U.S. households were middle income families; 40.7% 
of the Dutch were middle income families; 58% of the U.S. households were high 
income families, 37% of the Dutch households fell into high income category.  
Categories below represent income in thousands of U.S. dollars/euros.18   
  Income levels for Total Sample:   
Low = 16%   Med = 29.8%   High = 53.8% 
  Income below 35 thousand:   US 27% DUTCH 22% 
  Income between 35 and 75:    US 15% DUTCH 41% 
  Income 75 and over:     US 58% DUTCH 37% 
High, middle, and low income categories were divided as follows:  In the Dutch 
sample, 20 dual earner families made above 50 thousand euro per year as a gross 
family income.  This range aptly reflects the distribution of income levels nation 
wide, with the majority of dual earner families earning 50 to 75 thousand euro per 
year as their gross family income.  Two families made over 100 thousand euro per 
year as a gross family income; 8 families ranged between 75 and 99 thousand euro 
as a gross family income; 10 families ranged between 50 and 75 thousand euro per 
year as a gross family income; 1 family was between 35 and 50 thousand; 3 families 
were from 25 to 35 thousand; and 3 families ranged between 10 and 25 thousand 
euro per year as a gross family income.  All of the families under 25 thousands euro 
per year were single parent families.  Only two of the Dutch single parent families 
made between 25 and 35 thousand euro per year.  In the U.S. sample, 5 dual earner 
families and 1 single parent family made over 100 thousand U.S. dollars per year; 
this one single parent household was dropped from the sample because she 
represented an atypical case, and was therefore considered an outlier (her income 
came from savings from past employment before she became a mother and not from 
current employment status).  Eight dual earner families made between 75 and 99 
thousand U.S. dollars per year; 3 dual earner families made between 50 and 75 
thousand U.S. dollars per year; 3 families made between 35 and 50 thousand U.S. 
                                                 
18
 The interviews were conducted January – December 2004; during this time, the exchange rate 
fluctuated between 1:1 and 1 euro : 1.25 dollars. 
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dollars per year; and 7 families made under 35 thousand dollars per year (and 5 of 
these families were single mother families who earned under 10 thousand U.S. 
dollars per year).  This distribution also reflects the trend in the U.S. of the 
shrinking “middle class” and the growing gap between the “rich” and the “poor.”   
 Education levels for the total sample consisted of 10% low educated (high 
school diploma or less), 17% had a medium education level (1 or 2 years post 
secondary advanced training or education), and 73% had a high education level 
(standard university degree or graduate degree).  However, breaking the sample 
down by country yielded different levels of education among mothers and fathers: 
  LOW Education19: US Mothers 19%  DUTCH Mothers 0% 
     US Fathers 5% DUTCH Fathers 14% 
  MED Education20:   US Mothers 12%  DUTCH Mothers 19% 
     US Fathers 21% DUTCH Fathers 18% 
  HIGH Education21:   US Mothers 69% DUTCH Mothers 82% 
     US Fathers 74% DUTCH Fathers 68% 
 Geographically, the Dutch sample was generated from what is referred to as 
the “Randstad” area of the Netherlands.  Each participant lived within a 100 mile 
radius from the center of the Randstad; this is in the Midwest of the country and 
encompasses a diamond shape created by four major cities:  Amsterdam, 
Rotterdam, Utrecht, and The Hague.  The sample was narrowed to this geographic 
region to attempt to draw from a similar local culture (those working in major cities 
and / or living in commuting communities to these major cities).  More northern or 
southern parts of the Netherlands represented more agricultural working segments 
of the population and the transportation systems in these parts are not as easily 
accessible, making options for employment less varied than those in the Randstad 
area.  All U.S. participants came from the Midwestern state of Michigan and were 
within a 100 mile radius of each other in a cosmopolitan area of the state which 
encompassed 4 major cities (Lansing, Detroit, Ann Arbor, and Grand Rapids). 
                                                 
19
 U.S. participants were grouped as “low education” if they had completed high school or less; 
Dutch participants were grouped as “low education” if they had completed LBO, HAVO, or MAVO 
or less. 
20
 U.S participants were grouped as “medium education” if they completed high school plus some 
years of college; Dutch participants were grouped as “medium education if they completed the 
equivalent of high school plus MBO (specialized training). 
21
 U.S. participants were grouped as “high educated” if they completed college or a graduate degree; 
Dutch participants were grouped as “high educated” if they completed the equivalent of 4 years of 
college (HBO) or a graduate degree. 
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3.5  Instruments 
 
3.5.1  Face to face interviews 
 
Each parent was interviewed independently but on the same date as their 
partner.  They were asked a series of questions having to do with their maternity / 
paternity leave from work following the birth of a child.  For example, “How long 
was your leave?”, “Did you feel this amount of leave was adequate?”, “Was your 
leave paid?”, “Did having paid (or unpaid) leave influence the amount of time you 
took off?”  The interview then turned towards questions having to do with 
combining work with family life.  These questions focused on the attitudes and 
beliefs each parent had regarding how work impacted the relationships with the 
child(ren), the partner, as well as how their attitudes shifted, if at all, toward work in 
general.  The interview concluded with general attitudinal questions regarding what 
needs adjusting in work life and in their culture as a whole to make it more 
comfortable for parents to combine work and family life.  A series of 18 “yes” or 
“no” questions were asked at the end of each interview.  These questions were 
based on Ann Crittenden’s (2001) ten tenets that support what Crittenden feels are 
necessary steps if we are to move toward gender equality in the realm of unpaid and 
paid work.   
Each interview, with the exception of 3 interviews in two Dutch families, 
was conducted in English by choice of the interviewee.  The 3 interviews conducted 
in Dutch were done so with the help of a native Dutch professional translator, fluent 
in both English and Dutch.  In cases of two parent families, while one parent was 
being interviewed, the other parent was asked to fill out American and Dutch 
versions of two instruments—the Parental Leave Inventory (Feldman & Zigler, 
1994) and the World Health Organization Quality of Life instrument (Bonomi & 
Patrick, 1997; de Vries, 1995)—in separate rooms.  So each interview was 
conducted individually while the other parent was not present.   
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3.5.2  Parental Leave Inventory 
 
 The Parental Leave Inventory (Feldman & Zigler, 1994) included 108 items 
organized into five sections that were designed to assess parental attitudes regarding 
work, family, actual and preferred parental leave take up (including maternity and 
paternity and parental leaves), experiences with and attitudes towards current social 
policies on leave, child care arrangements, role models in family of origin, and 
knowledge of child development.  The Dutch version was created using a native 
Dutch professional translator and this author for back and forth translations.  The 
Dutch version underwent minor cultural adaptations to ensure identically accurate 
semantic connotations.  The majority of questions are organized on a five-point 
Likert scale.  A few questions called for “yes” or “no” answers and some were open 
ended which were then subject to content analysis.   
Thirty-seven of the 108 items were subjected to factor analysis in a previous 
study (Feldman et al, 2001) and three factors were identified:  career centrality, 
family salience, and traditional sex-role attitudes.  Similar factors were used in later 
studies (Feldman et al, 2004) and internal consistency was adequate.  “Career 
centrality” was the average of seven items assessing the parent’s attitudes and 
functioning in their employment.  These included questions on career as a central 
aspect of one’s life, satisfaction with career progress, competitiveness at work, life 
feels incomplete without work.  The career centrality factor held a Cronbach score 
of χ = .75.  Family salience was the average of six items concerning parent focus on 
the family role such as life feels incomplete without family or family is the most 
important aspect of one’s life.  This factor held a Cronbach score of χ = .71.  
Traditional sex-role attitude was the average of 3 items related to the parent’s belief 
in traditional division of labor roles.  This factor held a Cronbach score of χ = .71.     
An additional eleven variables were identified from responses on the PLI:  
work adaptation, planned pregnancy, reaction to pregnancy, impact of childbirth, 
marital support, experience and knowledge with children; preoccupation with 
children; temperament of child; length of leave, quality of childcare, and employer’s 
reaction to the birth.  However, in this study, only work adaptation, preoccupation 
with child, and marital support was analyzed.   
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3.5.3  World Health Organization’s Quality of Life-100 (WHOQOL-100) 
 
 The Division of Mental Health of the World Health Organization (WHO) 
initiated a project in 15 countries where a generic a quality of life (QOL) instrument 
was developed for each country in order to compare QOL in and across countries.  
The WHOQOL-100 instrument was created containing 24 facets grouped in six 
domains:  physical, psychological, independence, social, environment, and spiritual.  
Each item is rated on a five-point Likert scale.  
 In this study, 9 of the 24 facets were chosen by the author and given to each 
participant in their respective language.  They were:  general quality of life and 
general health; positive feelings; self-esteem; negative feelings; working capacity; 
personal relationships; social support; financial resources; and participation in and 
opportunities for recreation / leisure.  These facets reflected issues that would be 
salient to life satisfaction of working parents.    
 
3.6  Results 
 
3.6.1  Data analysis organization  
 The data is organized in sections pertaining to working hours and lifestyle 
preference, part-time and full-time work status, parental satisfaction on leave 
policies (including parental, maternity, paternity, and care leave), public versus 
private sector jobs, job flexibility, partner support, father care days, results from the 
Crittenden Tenets “yes / no” questions, as well as overall quality of life.  Data from 
both instruments as well as the face to face interviews are interwoven for both the 
Dutch and the American analyses.    
 
3.6.2 Working hours 
 
American mothers and fathers worked on average more hours than Dutch 
mothers and fathers both before and after the birth of their children.   Compared to 
the Netherlands and many other western European countries, the U.S. employees 
have one of the highest rates of hours worked per year.  The U.S. works on average 
1950 hours per year while the Netherlands works 1350 hours per year, about one-
third less (Wijffels, 2001).  The U.S. mothers and fathers in this sample made a 
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point of talking about their feelings of being overworked which reduced their 
overall perception of their quality of life in all areas of functioning.  This will be 
discussed below. 
Hours worked per week in their paid employment one year before the birth 
of their first child yielded significantly different rates for U.S. and Dutch parents in 
this sample.  Similarly, one year after the birth of their children and at the time of 
their interview, U.S. parents worked on average more hours than Dutch parents (see 
Table 1).22   
 
Table 1: Hours worked per week in paid employment before and after birth of 
the first child 
 
 US Dutch Statistical Significance 
Before the first child  
mean = 45 hours 
SD = 6.859 
mean = 39 hours 
SD = 6.048 
N = 86 
F = 18.153 
p < .000 
After the first child   
mean = 39 hours 
SD = 6.107 
mean = 33 hours 
SD = 6.248 
N = 86 
F = 21.564 
p < .000 
 
 
Ninety-five percent (95%) of U.S. mothers interviewed worked at least full-
time one year before the birth of their first child.  Eighty-one percent (81%) were 
working full-time one year after the birth and continued to work full time up 
through the time of the interview.  Only 19% of U.S. mothers worked part-time 
after the birth of their children.   Although the majority of Dutch mothers worked 
full-time (77%) before the birth of their first child, Dutch mothers overwhelmingly 
                                                 
22
 Five U.S. mothers and 1 Dutch mother interviewed for this study  were currently unemployed but 
seeking work at the time of the interview.  Four of these U.S. mothers were single parents and 
mentioned being fired or laid off due to problems with juggling their employment with caring for 
their children (for example, missing work due to a child’s illness).  The fifth U.S. mother was 
married and chose to quit work because of lack of support from her employer regarding her sick 
child.  Because they were technically unemployed for a significant period after the birth of their 
child, they were counted as “outliers” and were dropped from the statistical analysis portion 
concerning working hours after birth and actual length of maternity leave taken.  However, the 
author feels their struggle with combining work with family life is uniquely important and so data 
from their interviews is included in the statistical analyses concerning attitudes towards employment 
and policies regarding parental leave; their stories will be highlighted in the qualitative analysis as 
well.    
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choose to work part-time (89%) once their children were born.23  Only 11% Dutch 
mothers continued working full-time one year after the birth of their children.  
These differences in U.S. and Dutch mothers working hours before the birth of a 
child as well as after the birth of a child was significant (see Table 2). 
 
Table 2: Working Hours for Mothers before and after the birth of their first 
child 
 
  
US mothers Dutch mothers 
Statistical 
Significance 
at least full-time 
 
95% 
 
 
77% 
 
 
 
Before the first child 
Average hours 
worked per week 
Mean = 44 hrs 
SD = 7.719 
Mean = 38 hrs 
SD = 5.31 
N = 47  
F = 9.997 
p < .003 
at least full-time 
 
81% 
 
11%  
After the first child   
average hours 
worked per week 
Mean = 38 hrs 
SD = 6.795 
Mean = 29 hours 
SD = 4.917 
N = 47 
F = 26.752 
p < .000 
 
   
All of the American fathers (100%) worked full-time before the birth of their 
first child whereas 81% of Dutch fathers worked full-time before the birth and these 
differences were significant.  Nineteen percent of Dutch fathers were already 
working part-time (32 hours a week) before they had their first child.  After the 
birth, 79% of U.S. fathers24 worked full-time and 67% of Dutch fathers worked full-
time, but these differences were not significant (see Table 3). 
 
                                                 
23
 Working 34 hours or less per week in this sample was considered part-time; working over 34 
hours a week was defined as full-time.  If the cut off point for full-time was anything over 30 hours 
per week, as defined in many Western European standards, 54% of Dutch mothers and 90% of U.S. 
mothers interviewed would fall under this definition of full-time work.   
24
 One U.S. father worked full-time after the birth of his child until he was laid off, 9 months later.  
Because he was unemployed 1 year after the birth of his child, he was counted as an outlier for the 
statistical analysis concerning working hours and dropped from this portion of the data analysis. 
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Table 3: Working Hours for fathers before and after the birth of their first 
child 
 
  
US fathers Dutch fathers 
Statistical 
Significance 
at least full-time 
 
100% 
 
 
81% 
 
 
Before the first child 
average hours 
worked per week 
Mean = 45 hrs 
SD 5.843 
Mean = 40 hrs 
SD = 6.894 
N = 39 
F = 7.819 
p < .008 
at least full-time 79% 67%  
After the first child   
average hours 
worked per week 
Mean = 40 hrs 
SD = 5.316 
Mean = 37 hrs 
SD = 5.518 
n. s. 
 
 
 
3.6.3  Lifestyle Preferences 
 
Catherine Hakim’s (2000; 2002) “Preference Theory” proposes that there is 
a consistent variance among lifestyle preferences for women and men (although she 
states that data on men is weaker than the data on women).  She argues that women 
choose three distinct combinations of work-family life patterns.  They are: home 
centered, adapted, and work centered.  She has found that these three main 
preferences are found across education levels as well as social classes.  According 
to Hakim, the majority of women (averaging at 60% but varying from 40-80%) fall 
into the Adaptive lifestyle, made up of women who want to combine paid work with 
family; these women are not solely committed to a career.  Home centered lifestyle 
is defined as women who choose family life as their main priority while work 
centered lifestyle is defined as women who are driven mainly by their working 
careers; both of these lifestyles average 20% of the population in each category (and 
both can range from 10-30%).   
In this sample, only 1 American mother preferred a work-centered lifestyle. 
Approximately 77% preferred a part-time work / part-time caregiver lifestyle, either 
with both parents working part-time (35%) or the father working full-time and the 
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mother working part-time (42%).  Approximately 19% of U.S. mothers preferred 
the home centered lifestyle.  However, when the question concerned lifestyle 
preferences after the child reaches school age, the answers changed:  just two 
American mothers preferred a work-centered lifestyle whereas 85% preferred to 
work part-time with a slight increase in the numbers of mothers choosing a lifestyle 
where the father worked full-time and the mother worked part-time (from 42% to 
50%).  Only 2 preferred not to work outside the home at all and devote their time 
solely to raising children.  So there was a significant drop in the number of 
American mothers who preferred a home centered lifestyle after the child reached 
school age (see Table 4).   
The Dutch mothers interviewed overwhelmingly chose both parents working 
part-time as their preferred lifestyle (96% of those interviewed).  The other 4% of 
Dutch mothers preferred a lifestyle where the father worked full-time and the 
mother worked part-time.  Different from the American mothers, these percentages 
did not change depending on the child’s age.  No Dutch mother preferred working 
full-time or the traditional role of stay at home caregiver.  In other words, 0% of 
Dutch mothers preferred a work centered or a home centered lifestyle, even those 
parents who were in top management or professional high salaried positions as well 
as those parents who were among the lowest paid.  These differences between the 
Dutch and the American mothers’ preferred lifestyles were significant (see Table 4). 
 
Table 4: Lifestyle preferences in American and Dutch mothers before and after 
the child reaches school age 
 
Adaptive  
 
Work centered 
 
Both parents 
working part-time 
Father working full 
time, mother 
working part-time 
 
 
Home centered 
 
US Dutch US Dutch US Dutch US Dutch 
Before school age 4% 0% 35% 96% 42% 4% 19% 0% 
After school age 8% 0% 35% 96% 50% 4% 8% 0% 
 
These differences between the Dutch and the American mothers’ preferred lifestyles were significant. 
χ
2 
= 22.532, df = 3, N = 53, p < .000 
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It is important to note that, when taking into account the age of the child, 
American mothers much more closely resemble Dutch mothers in lifestyle 
preferences.  Nineteen percent (19%) of American mothers preferred the traditional 
stay at home caregiver role but this number dropped to 8% of American mothers 
when age of the child was taken into account.  However, twenty-six percent (26%) 
of American fathers prefer the mother to be a stay at home caregiver and this figure 
did not change when taking into account the child’s age.  The Dutch mothers and 
fathers, on the other hand, overwhelmingly were not in favor of traditional roles:  
0% of Dutch mothers and only 5% of Dutch fathers preferred the traditional model 
of the mother staying at home to care for children on a full-time basis.  The 
difference may be partly due to welfare state policies:  Dutch family policy allows 
for an extended periods of leave from work following the birth of a child and so the 
mother is automatically more at home.25   
 Nearly all Dutch parents opt for both parents working part-time, and so 
would prefer the “two-thirds earner” lifestyle (see chapter 2).  The majority of 
Dutch mothers and fathers specifically stated they preferred both parents working 
part-time for gender equality reasons such as fathers sharing the caring role equally.  
However, it should be duly noted that more work needs to be done in making it so 
more men can achieve their lifestyle preferences.  Eighty-one percent (81%) of 
Dutch fathers interviewed said they preferred to be working part-time so they could 
take on a greater role in caregiving activities but only 33% actually reduced their 
hours to part-time status.  Of the remaining Dutch fathers, 14% said they preferred 
their partner working part-time while they worked full-time; only 5% said he 
preferred the sole breadwinner role while their partner took on the traditional stay at 
home caregiver role.  No Dutch fathers preferred that their partner work full-time 
and only 4 preferred working full-time themselves (see Table 5).   
On the other hand, 58% of American fathers preferred working full-time 
while their partner worked either part-time (26%) or not at all (26%), or full-time 
(5%).  These differences between American and Dutch fathers’ preferred family 
lifestyles were significant.  While 42% of American fathers said they preferred to 
                                                 
25
 Such as the option for 6 months leave following the birth of a child (with at least 16 
weeks guaranteed paid at full salary) or 3 months fully paid and then the options to reduce hours for 
an extended period of time. 
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work part-time, only 16% actually were working part-time after the birth of their 
children (see Table 5). 
 
  Table 5: Lifestyle preferences in American and Dutch Fathers 
 
Lifestyle Preference US fathers Dutch fathers 
 
Both parents part-time 
 
42% 
 
81% 
Mother  part-time, father fulltime 26% 14% 
Both parents full-time 5% 0% 
Sole breadwinner role 26% 5% 
 
These differences between American and Dutch fathers’ preferred family lifestyles were significant. 
χ
2 
= 8.360, df = 3, p < .039 
 
 
The main limitation in using Hakim’s lifestyle preference theory was that all 
participants were working parents (in the Dutch sample) or working but 
unemployed and actively seeking employment at the time of the interview (as in a 
minority of the U.S. cases); stay at home mothers and fathers did not participate in 
this study.  So the fact that no Dutch participant preferred a home centered lifestyle 
may not be indicative of the normal range of lifestyle preferences in that culture.  
Indeed Keuzenkamp (1995) found that 36% of Dutch women wanted to be stay-at-
home mothers and full-time housewives but these dataset came from a survey done 
in 1988.  In 2003, eight out of ten young women worked prior to giving birth to 
their first child; after giving birth, 90% returned to work (working the same or fewer 
hours) (CBS, 2004).  That aside, it could be that Dutch family policies—such as the 
Equal Part-time law of 2000 which allows employees to change their contractual 
obligations without losing benefits or job security, or the Dutch policy on Parental 
Leave which allows for the option of decreasing working hours for a certain amount 
of time to be more at home with the child—allow for legitimate choices which are 
reflected in the fact that more Dutch parents’ lifestyle preferences are achieved than 
American lifestyle preferences.   
Attitudes regarding traditional divisions of labor were much more likely 
found with the American parents as compared to the Dutch parents.  Although more 
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American mothers work longer hours than Dutch mothers, American mothers agree 
more strongly that raising children is the most important and fulfilling aspect of a 
woman’s life, that it is important for the mother to be at home with the child while 
the child is young, and not doing so will permanently impact the child.  These 
traditional sex-role attitude levels were significantly different between cultures.  
Moreover, American mothers rated more strongly their traditional sex role attitudes 
than Dutch mothers although not significantly so.  Still, the trend was that American 
mothers were more traditional in their answers than Dutch mothers.  Similarly, 
American fathers held higher ratings for traditional sex role attitude levels than did 
Dutch fathers, and this difference did reach significance (see Table 6).   
 
Table 6: Traditional sex-role attitude levels across cultures and genders 
 
 US Dutch Statistical Significance 
Mothers 
mean = 3.19 
SD = .848 
mean = 2.64 
SD = 1.062 
N =45 
F = 3.494 
p < .068 
Fathers 
mean = 3.45 
SD = .749 
mean = 2.53 
SD = .821 
N = 40 
F = 13.540 
p < .001 
Mothers and fathers 
combined 
mean = 3.32 
SD = .802 
mean = 2.59 
SD = .951; 
N = 85 
F = 14.064 
p < .000 
 
   
Beliefs about preferred lifestyles can provide hunches into the degree of 
value a parent has for traditional sex roles.  Not surprisingly, those parents who held 
the lowest income jobs were more traditional in their views of traditional gender 
roles.  For the U.S., traditional sex role attitudes correlated significantly with 
income level with the lowest income parents holding the highest traditional attitude 
ratings (p < .001).  But while low income American and Dutch mothers were not 
significantly different in their ratings of traditional sex role attitudes, there were 
significant differences in the middle and upper income levels between Dutch and 
U.S. mothers:  American mothers scored significantly higher in traditional sex role 
attitude ratings than the Dutch mothers (see Table 7).      
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Table 7: Traditional sex-role attitude levels in mothers by income 
 
 US mothers Dutch Mothers Statistical Significance 
Low income 
mean = 4.24 
SD = .876 
mean = 4.13 
SD = .869 
n. s. 
Middle/Upper income 
mean = 3.13 
SD = .763 
mean = 2.29 
SD = .755 
F = 11.299 
p < .002 
 
 
As opposed to traditional sex role attitudes, there were no significant 
differences in levels regarding career centrality, either for culture or for gender.  
The average of seven items on the Parental Leave Inventory assessing the parent’s 
attitudes and functioning in the employment role created a score which was used to 
compare cultures and genders.  Career as central aspect to one’s life, 
competitiveness at work, strive for excellence, and satisfaction with career progress, 
for example, were rated on a Likert scale with “1” showing the weakest response to 
career importance and “5” showing the strongest response.  American parents and 
Dutch parents showed no significant differences in ratings for career centrality 
between cultures.  Contrary to the findings on traditional sex role attitudes, 
American and Dutch mothers also showed no significant differences in their ratings 
of career centrality.  Likewise, American and Dutch fathers showed no significant 
differences in levels of career centrality (see Table 8).   
 
Table 8: Career centrality 
 
 US Dutch 
Mothers 
mean = 3.71 
SD = 1.70 
mean = 3.36 
SD = .379 
Fathers 
mean = 3.29 
SD = .619 
mean = 3.36 
SD = .615 
Mothers and fathers 
combined 
mean = 3.51 
SD = 1.31 
mean = 3.36 
SD = .496 
 
 
According to these data on the differences in preferred family lifestyle 
versus actual lived lifestyle, traditional attitudes, and degree of career centrality, 
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American parents show higher levels of traditional sex-role attitudes as opposed to 
Dutch parents but very similar levels of career centrality.  American mothers more 
often prefer part-time employment while their partners work full-time but the Dutch 
mothers overwhelmingly prefer both mother and father working part-time. Yet the 
majority of American mothers (and fathers) maintain full-time employment even 
after the birth of their children as opposed to the majority of Dutch mothers (and a 
significant number of Dutch fathers) who change to a part-time employment status.  
It would be a mistake to correlate part-time work with lower levels of career 
importance in this study:  despite working part-time, the Dutch still scored as less 
traditional in their expressed attitudes towards sex roles; part-time work seems not 
to be a function of a more traditional and less career oriented attitude, at least in the 
case of the Dutch parents in this sample.   
When looking at the qualitative data, we find that American parents’ feel the 
need to maintain full-time employment in order to have enough money to meet their 
financial obligations, to maintain their health insurance, and keep their job.  For 
example, more American mothers carried the benefit of health insurance offered to 
public sector employees, which was considered “better” insurance due to lower 
premiums and better quality service; if they dropped their hours, they would also 
lose this benefit.  It was found that American parents felt tied to their full-time jobs, 
unable to reduce their hours due to the consequences of losing income, losing job 
security, and losing health care benefits, as discussed below.  When analyzing their 
answers on parental leave policies in the qualitative interviews, it becomes evident 
that American mothers’ higher level of traditional sex-role attitudes is influenced by 
the fact that they feel they have inadequate amounts of time to spend with their 
infants and pre-preschool aged children. 
 
3.6.4  Part-time Versus Full-time Employment   
 
 The difference between the Dutch and the American parents working part-
time or full-time was a function of not only monetary necessity, but also benefits 
that come with full-time work as opposed to part-time work such as paid sick leave, 
job security, health insurance.  Although both the Dutch and the American parents 
overwhelmingly preferred part-time work, most American parents felt forced to 
work full-time due to financial constraints and benefits such as health insurance and 
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paid sick leave which is mainly accessible only through full-time work (e.g. 
Bookman, 1995).  This is different in the Netherlands where laws are in place 
making part-time work equal to that of full-time work regarding hourly pay, 
benefits, security of contracts, etc.  For example, the Dutch parents who chose to cut 
their hours from a full-time contract to a part-time contract decreased their earned 
income as a result of working fewer hours, but maintained the other benefits of their 
full-time contract.  Not so in the United States.  One American father described it 
well in his interview; when asked hypothetically if he had a parental leave policy 
which would allow him to cut his hours and be more at home with his children, he 
explained: 
 “I would have to go back to work full-time when you consider benefits and 
health care insurance and the only way to get that is by working full-time.  If 
you don’t have health care benefits, you are sunk pretty quick.  Health care 
is a very sensitive issue.  There is a company sponsored plan but there is 
only so much coverage and it never seems to be enough.” 
An American mother who worked as a psychiatrist in private practice moved into a 
salaried position at a university because “health insurance is so hard to get”.  She 
became a public employee at the university because it had a maternity leave policy 
and also offered health insurance.  Another American mother working full-time 
said, “Many people go back to work [full-time] not because they want to but 
because they fear they will lose their job or they can’t handle the financial 
[aspect].”  She went on describing how she would prefer to work 2 or 3 days a 
week but currently works “full-time due to financial things.”     
Of the five single mothers in the Dutch sample, two were working full-time.  
The others were able to work part-time from a variety of different strategies.  One 
full-time Dutch mother used her paid maternity and parental leave for the first 6 
months of her child’s life.  The second full-time working mother used her parental 
leave (paid at 75% and stretched over 2 years) to cut her employment down to 32 
hours, 4 days a week; and since her job was in remedial teaching, she was able to 
flex her hours and work from home part of the time as well.  This made juggling 
full-time work with being the sole breadwinner and sole parent more comfortable 
and feasible.  Another Dutch single mother used her savings from earned income 
before she had children to be able to work 20 hours a week, 4 of which were worked 
from home; because of her low earned income, she received a government subsidy 
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for housing which brought her financial costs down.  Another Dutch single mother 
changed jobs to work 3 days a week (24 hours per week) so as to be more at home 
with her child; she also moved into smaller, government subsidized housing to 
make it possible for her to work part-time.  The fifth Dutch single parent 
interviewed worked part-time and had subsistence help from the government; she 
spoke of the Dutch subsistence welfare program as one way single parents were 
able to be more at home with their children during the first years of life.  All of the 
Dutch solo parents fell into the low income category, earning less than 35 thousand 
euro per year as a gross family income; however, the three part-time workers earned 
less than 15 thousand euro per year and relied on government subsidies or 
government financial assistance for help.   
The one Dutch single parent working full-time and having her child in 5 
days a week day care made a conscious choice not to rely on government financial 
assistance stating that it was more a question of being in a two parent household that 
made the choice to work part-time legitimate:  
“I don’t’ have the option not to work; I could go on welfare but then you 
have a sticker on your head that you are on welfare living off of other 
people’s money; and I don’t want that….  If I had an option, if I would find a 
man who would find a home for me and my children and would say, ‘ok, I 
make enough money for me just to work so if you want to stay at home 4 
days and work 1 day,’ I’d say, ‘Ok, sign me up’”.    
She felt the financial need to work full-time although it’s clear this is not her 
preferred lifestyle.  When she spoke of nearing end of her maternity leave for her 
second child, the stress became immediately apparent:  “Right now, with six weeks 
to go in my zwangerschapsverlof [maternity leave], I’m thinking, ‘Ok, I have to be 
at work at 8:30am, day care starts at 7:30am, it takes me an hour to get to work...oh 
my god, I have to start at 5:30am just to get everything in the car on time….’ So 
there is pressure to get things arranged so it goes smoothly when I have to start 
work again.”   
The Netherlands is touted as being a society of part-time workers, and 
indeed their rates of part-time work exceed any other country (Europa, 2004).  It is 
important that in this sample, the ability to choose part-time work for the Dutch was 
not as heavily contingent on class or family structure, as it was with for the 
American parents who chose part-time work.  And although these Dutch single 
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parents had low family incomes, they described a comfort level that was lacking in 
the American sample of low income parents.  The Dutch parents never mentioned 
any concerns about maintaining health care coverage, for example, because the 
Netherlands provides basic universal health care to its citizens.   
By comparison, there was one middle income American mother who found a 
way to continue her 40 hour a week job and find more time with her children by 
changing to nonstandard shift hours.  She explained, “I still work in the same 
department, I just moved to twelve hour shifts to be more with the children; I was 
working 5 eight hour days.”   Still most parents did not describe having this option.  
The American low income parents, on the other hand, were more concerned about 
the ability to maintain their housing, meet the basic needs for clothing and food for 
their children, and the ability to keep from being fired when they had to leave work 
due to their child’s illness, for example.  One single parent explained her ideas 
regarding legitimate choices in work: “the way I see it, when you are a single 
parent, you take whatever job is available, you can’t be picky.  Now before I pick a 
job, I think about the vicinity and day care.  The financial piece is key because if I 
don’t work, I can’t support them because they won’t even have shoes.  It’s not a 
prerogative of mine, flexibility”.    
Echoing the thoughts of the many American mothers who worked full-time 
(and the Dutch single mother who worked a 36 hour a week job), an American 
mother said having children made life “extremely stressful” when combined with 
full-time employment:  “We have no time for emotional or physical intimacy; I 
worry about our relationship, I really do.  Because it falls to the very bottom of the 
pile because by the time we get home late and there’s dinner to be done and dishes 
to be done and lunches to be packed and clothes to be laid out and then it’s time to 
fall into bed and get up and do it the next morning so I really worry about it.  We 
are more in a routine now but I don’t think we have any more time for each 
other.”26  Another American mother noted the stress created by full time 
employment and parenthood:  “Combining work and family life forces one to 
confront why we have children in the first place.  Especially if we cannot spend 80 
                                                 
26
 In a press conference on January 14, 2004, held in the James S. Brady Briefing Room, Press 
Secretary Scott McClellan reported President G.W. Bush’s plan to spend 200 million on 
demonstration projects to “encourage healthy marriages” and 1.5 billion dollars over five years to 
continue to move people from welfare to work. But the overworked feelings these parents reported 
again and again was self-perceived to cause unhealthy marriages; what they said they needed was 
more time with their children and spouses.   
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hours a week with them, why did we want them?  If you drop your kid off at 7:30am 
and pick them up at 5:30 or 6pm, how much time with them do you really get?  Why 
have them?  And this isn’t a judgment of women because I think women should have 
careers and have children but somebody has got to take care.”    
 
3.6.5  Child Care 
 
The issue of who “takes care” came up in both the Dutch and the American 
interviews again and again, but from different vantage points.  American parents 
spoke of struggling with guilt feelings for not being with their child very much due 
to working 40 plus hours per week.  For both the American and the Dutch parents it 
was not a question of day care being “bad” for children, as long as it was quality 
day care; the problem most parents talked about was the lack of time spent with 
their young children.  Most of the American parents whose children were in full-
time (5 days a week) day care for 50 or 60 hours per week felt that day care 
providers were literally raising their children.  They spoke of missing 
developmental milestones, not seeing their child grow, of substitute caregivers 
having more of an influence on the values their children then they did, and only 
seeing their children when they are hungry and sleepy at the end of the day.  One 
American mother said:   
“It’s not good for children to be in day care 50-60 hours a week.  As a 
society, I would like to see parents be able to spend a lot more time with the 
kids before the age of 5 instead of having to only see your kids when you get 
home from work and they are crabby and tired all the time.  So to think that 
your day care provider gets all of your kids good moments and you get all of 
their frustrating moments at the end of the day, that is hard.”  
Another mother summed it up with “I would have wanted to go part-time until the 
kids were primary school age so I could keep them out of [full-time] day care, so I 
could raise my kids instead of somebody else”.   Fathers spoke of not seeing their 
children just as often as the mothers did.  One American father complained, “Our 
day care provider saw our kids 50 hours per week, even more than we did.”   
Every Dutch parent interviewed in this study, mother and father alike, at 
some point in their interview made a critical statement regarding full-time day care 
and questioned, “If you are going to put your child in five day a week day care, why 
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have children?”  The only Dutch parent in this sample who had their child in five 
day a week day care expressed the difficulty she experienced in doing so: 
“I don’t have a choice for me not to work.  There is no choice for me to 
bring my child to the day care 5 days a week; there is no choice.  It is not an 
option not to do that…. If I had a choice, like most [Dutch] mothers, to stay 
at home and take care of my children while the fathers goes to work or if the 
money came from another source or whatever, I would make the choice to 
work less or stop working for the first two years, if I had the choice.  If I had 
the choice, I would stay home the first year or first year and a half to see his 
first of everything and so I would really know my child.  I think it’s a year 
and a half that you really get to know your child in any way, and you 
stimulate him to develop even more; then he is independent on his own; he 
can walk and he can talk, then it’s time to let go.”   
This Dutch mother and the American parents who put their children in five day a 
week day care struggled with the conflict between work and being there for their 
children.  They questioned their role as parents given the lack of time spent with 
their children.27  Ubiquitously, their reasoning always came to financial constraints, 
maintaining health insurance, and job security.   
 Childcare is a basic necessity in all cases concerning working parents 
whether it is informal or formal, family based or community based.  In this sample, 
Dutch parents rated childcare as a significant factor in helping them combine work 
with family life in 66.7% of the cases; of those cases that mentioned childcare, the 
majority (77.8%) were mothers.  Only 40% of American parents rated childcare as 
helpful (of these, 53.8% were mothers).  Interestingly, 100% of Dutch participants 
specifically stated five day a week day care as having a negative effect on the 
family (both in terms of the parents not “raising their child” and the child not seeing 
the parent(s) enough to be in his or her best interest.  The majority of Dutch parents 
in this sample chose a caregiver other than the parent at a maximum of 3 days per 
                                                 
27
 It should also be noted that these parents were in more conflict due to the child’s age.  Many 
American parents expressed the importance of working part-time especially until their child reached 
school age (five years in the U.S.), although most felt they could not do so.  The issue of having a 
parental leave policy conducive to parents being more able to be with their child before their child 
reaches school age came up many times in the American interviews.  The Dutch parents who have 
one such policy in place spoke again and again of its usefulness.  Data on parental leave policies will 
be discussed in detail in the section entitled “parental leave policies”.     
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week.  However, the majority of the parents interviewed worked part-time to make 
this option feasible; by contrast, the majority of American parents interviewed 
worked full-time and thus full-time day care was necessary.   
American parents feel they are unable to spend adequate time with their 
children; they describe the burden of the necessity of working long hours as taking 
away from their ability to enjoy other aspects of their life like their children and 
their spouses.  One American father described it well:  when asked what he felt the 
most important issue regarding combining work with family life was, he answered, 
“Time with your kids—that is the most important thing.  I would take a pay cut to 
get an extra week’s vacation; I would take a pay cut to get an extra unpaid week’s 
vacation.  Quality of life is worse because we work more and have less vacation 
than any other country”.   More American parents work more hours and have 
higher incomes than the Dutch parents, yet more Americans were traditional in their 
attitudes and wished to maintain a more traditional lifestyle with the mother 
remaining at home during the early years of the child’s life as opposed to the Dutch 
parents.  For this group of parents, it could be argued that traditional attitudes had 
more to do with the inability for parents to spend time with their young children, 
than with their feeling that their employment and careers are unimportant or less 
desired than a home centered life.  Evidence for this can be seen in the analysis of 
data on parental leave policies.  
 
3.6.6  Parental Satisfaction with Parental Leave Policies 
 
As discussed in detail in chapter 2, the U.S. has had (since 1993) the Family 
and Medical Leave Act which offers 12 weeks of unpaid leave to employees 
working more than 1220 hours per year for at least one full year in organizations 
with at least 50 employees, thus making it accessible to approximately 50% of the 
nation’s working population (see chapter 2).  The Netherlands has instituted since 
1991 a national parental leave policy (ouderschapsverlof) which lasts a full 3 
months, or can be stretched in differing increments to last longer.  In addition, the 
Netherlands has a mandatory universal maternity leave, a short 2 day paternity 
leave, and a “short” and “long” care leave policy (this is in addition to the 
employees’ personal sick leave and holiday time).  It is important to note the 
additional leave policies because their existence influences the use of parental leave.  
  73 
Likewise, it is important to note that the U.S. does not have a universal maternity or 
paternity or care leave policy and the ability to take leave of any length varies 
greatly with occupation, employer, and income level. 
More than half of Dutch mothers interviewed 28 used parental leave as 
compared with less than one tenth of Dutch fathers.29  This finding was significant.  
No American parent in this study used FMLA (although 2 mentioned the fact that it 
exists as helpful because of its job protection clause).   
 
Table 9: Use of parental leave 
 
 Mothers Fathers Statistical Significance 
US 0% 0% n.s. 
Dutch 54% 9% 
χ
2
 = 10.741 
N= 47 
Fisher’s Exact Test = p < .001 
 
 
As expected, parental attitudes regarding parental leave policies vary 
immensely.  In the total sample, 31.5% of parents mentioned parental leaves as a 
significant factor in helping them combine paid employment with family caretaking.  
But when you look at the countries independently, the percentage shifts to 57.4% of 
Dutch parents rating parental leave policies as helping them combine work and 
family life as compared to only 4% of U.S. parents.  When you break the sample 
down by gender, there is a significant difference in mothers’ ratings:  78% of Dutch 
mothers rated parental leave as helping them combine work and family life as 
compared to 4% of American mothers.  For American fathers, 5% rated their 
country’s family leave policy as helpful as opposed to 30% of Dutch fathers 
showing a smaller but still significant effect (see Table 10).30 
                                                 
28
 It should be remembered that in the Netherlands “parental leave” [“ouderschapsverlof”] is a 
separate benefit from maternity leave [“zwangerschapsverlof”].   
29
 Another one-third of Dutch fathers specifically stated the only reason they did not make use of 
parental leave was because it was unpaid. 
30
 When asked if they felt their country’s federal family leave policy was helpful in general (not 
specific to their personal situation), 10 out of 49 American parents answered “yes” because it 
allowed for a minimum amount of job protected leave.  However, of these 10, only 2 answered that 
the policy was “good as is”.  The remaining 8 parents specified that universal coverage, longer leave, 
and paid leave were necessary to make it an adequate policy for the country’s working population.    
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Table 10: parental leave policies as helping combine work and family life 
 
 US Dutch Statistical Significance 
Mothers 4% 78% 
χ
2
 = 21.195 
p < .000 
Fathers 5% 30% 
χ
2
 = 6.413 
p < .011 
Mothers and fathers 
combined 
4% 57.4% 
χ
2
 = 25.346 
p < .000 
 
   
When the participants were asked, “Overall, are you satisfied with the 
parental leave policy in this country?”on a Likert scale with “1” being “strongly 
dissatisfied” and “5” being “very much satisfied,”, the American parents were 
significantly more strongly dissatisfied than the Dutch parents.31  When the 
participants were asked to rate their satisfaction with the length of leave provided 
for in their parental leave policy, American parents again were significantly less 
satisfied than Dutch parents.  When asked to rate their satisfaction with the benefits 
retained during the leave, the American parents were again significantly less 
satisfied than the Dutch, although the significance level was not as strong.  When 
asked to rate their satisfaction with the financial aspect of the leave, there was a 
trend that the American parents were less satisfied but not a significant difference 
between their ratings (see Table 11).  The hypothesized reason why it is not 
significant is because, while the Dutch policy on pay for parental leave is better than 
the U.S., it is not universal, and Dutch parents frequently believe it should be.   
When asked, if they agreed in general that their country is not as advanced 
as other countries in providing for parental leaves, the American parents more 
strongly agreed than the Dutch parents.  Although not as high as the Americans, the 
Dutch also rated that their country was not as advanced as other countries in 
providing for parental leave (see Table 11).  This may be due to the fact that they 
are comparing themselves to their Nordic neighbor countries (Norway, Denmark, 
                                                 
31
 When all the participants were included in the statistical analysis, including the 5 currently 
unemployed parents, the significance level was even stronger on all questions in this section.  For 
example, on overall satisfaction with their country’s parental leave policy, American parents were 
even more often dissatisfied (mean 2.30, SD = 1.081) than the Dutch parents (Mean = 3.13, SD = 
.981), F = 14.485, p < .000. 
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Finland, and Sweden), all of whom have much longer and higher paid parental leave 
policies than the Netherlands.   
 
Table 11: Satisfaction with parental leave policy 
 
 US Dutch Statistical 
Significance 
Overall satisfaction with the parental leave 
policy in respondent’s country. 
mean 2.41 
SD = 1.117 
mean = 3.11 
SD = .983 
F = 9.332 
p < .003 
Satisfaction with the length of parental leave. 
mean = 2.53 
SD = 1.158 
mean = 3.19 
SD = .992 
F = 7.885 
p < .006 
Satisfaction with the benefits retained. 
mean = 3.06 
SD = 1.241 
mean = 3.53 
SD = .776 
F = 4.592 
p < .035 
Satisfaction with the financial aspect of the 
leave. 
mean = 2.56 
SD = 1.319 
mean = 3.01 
SD = 1.073 
F = 3.145 
p < .080 
Respondent’s country is not as advanced as 
other countries in providing for parental leaves. 
mean = 4.19 
SD = 1.151 
mean = 3.44 
SD = 1.132 
F = 7.763 
p < .007 
 
 
It is clear that these American parents do not feel their country’s family 
policy is helping to combine work with family life.  This finding is consistent with 
other studies that also found FMLA to be inadequate in meeting the needs of 
working parents (e.g., Feldman, Sussman, & Zigler, 2004; Han & Waldfogel, 2003; 
U.S. Dept. of Labor, 2000).  As these studies and surveys have shown, and as this 
study supports, most working American men and women support a universal and 
paid family leave.  Yet, as this study underscores, the U.S. family leave policy is 
inadequate because it does not reach approximately half of the nation’s working 
population; and for many of those it does reach, they do not make use of it because 
it is unpaid.  Of the parents who knew about FMLA as a federal policy, all but two 
American parents were highly critical of it:  “It’s not helpful”; “It’s a step in the 
right direction, but it is a very small step and in a lot of ways it is a token gesture 
because many families cannot afford to use it”; “It doesn’t help the financial end at 
all…it’s better than what we did have which was nothing”; “I don’t think the FMLA 
is invoked very often because of the financial aspect it has on them—too many 
people live paycheck to paycheck”; “I think it’s better than what we had before, but 
I think the way we have our system set up we don’t really care much about kids”;  
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and “In a country that stresses family values so much I think it’s a horrid 
contradiction: on the one hand they want women to take care of their children and 
on the other hand they penalize them if they do—I think there should be some way to 
equalize it so that choices really are free”.  
Dutch parents, on the other hand, were much more satisfied with their 
country’s parental leave policy.  They enjoyed the flexibility of the policy where 
they had choices as to how to break up the amount of leave taken and when.  One 
Dutch mother described it well:   
“I like the way it is set up.  You can use it whenever you like, up till the child 
is 14 years.  But if you take a day in a week, you can take a whole year.  And 
that is nice.  And if your baby is very ill, you can negotiate with your boss; if 
your baby is really ill, I can take it for 52 weeks….  You can always 
negotiate for other terms, maybe less work or a sabbatical or something”.   
Those Dutch parents who chose not to use parental leave did so only temporarily:  
they reported delaying its use for a future period, for example, when the child 
reached primary school age; at this time, employment hours would be cut using the 
parental leave so that parents would be better able to negotiate being with their 
children after school.  
The only criticism that came up during the interviews with Dutch mothers 
and fathers was that having the benefit of paid parental leave was not standardized 
for all employees.  One Dutch father who worked in a civil service job (so his 
parental leave is paid at 75% of his salary) echoed the thoughts of many Dutch 
parents when he answered, “I would standardize everything as the government does 
it now.”  Only 2 out of 7 low income Dutch parents found their parental leave 
helpful, and they were the two working in public sector jobs where parental leave is 
paid at 75% of their full salary.  It is not surprising that, in this study, take up of 
Dutch parental leave correlated significantly with working in the public sector 
(Pearson Chi-Square value 4.042, df = 1, 47, chisquare = p < .044, Fisher’s Exact 
Test = .054).  An additional 6 Dutch fathers and 1 Dutch mother specifically said 
they only reason they did not make use of their parental leave was because it was 
unpaid.     
Both American and Dutch participants felt strongly that mothers and fathers 
should have equal rights to paid parental leave with no significant differences 
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between countries or between genders on this subject.32  However, American 
mothers more often strongly agreed that the employer should provide for paid 
parental leaves than either the American fathers or the Dutch mothers and fathers, 
with the difference between American and Dutch mothers being significant as well 
as the difference between American mothers and fathers (see Table 12).   
 
Table 12: Employer should provide for paid parental leaves 
 
 US Dutch Statistical Significance 
Mothers 
mean = 4.67 
SD, .557 
mean = 3.46 
SD = 1.421 
F = 13.290 
p < .001 
Fathers 
mean = 3.59 
SD = 1.228 
mean = 3.36 
SD = 1.560 
n.s. 
Statistical Significance 
F = 14.012 
p < .001 
n.s. 
 
 
Similarly, American mothers felt more strongly that their government should 
provide for paid parental leave than either American fathers or Dutch mothers; 
however, Dutch fathers resembled American mothers rating in that they, too, more 
strongly agreed that the government should provide for paid parental leave (see 
Table 13).   
 
Table 13: The government should provide for paid parental leaves 
 
 US Dutch Statistical Significance 
Mothers 
mean = 4.29 
SD = 1.146 
mean = 3.58 
SD = 1.419 
n.s. 
Fathers 
mean = 3.24 
SD = 1.562 
mean = 4.05 
SD = 1.161 
n.s 
 
Moreover, American mothers were more willing to pay more taxes to cover the 
costs of a paid parental leave than either American fathers or Dutch mothers and 
fathers, with American and Dutch mothers’ ratings differing significantly as well as 
the difference between the American mothers and fathers’ ratings (see Table 14).   
 
                                                 
32
 U.S. mean=4.24, SD = 1.101; Dutch mean= 4.56, SD = .649 
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Table 14: Willingness to pay more taxes to cover the costs of a paid parental 
leave 
 
 US Dutch Statistical Significance 
Mothers 
mean = 4.19 
SD = 1.030 
mean = 3.31 
SD = 1.289 
F = 6.490 
p < .014 
Fathers 
mean = 3.06 
SD = 1.676 
mean = 3.68 
SD = 1.211 
n.s. 
Statistical Significance 
F = 5.892 
p < .020 
n.s 
 
 
 
Of course, it should be recognized that the Dutch already pay high taxes, more of 
which are used for social programs than in the U.S. 
In this study, the data show the American mothers—who more often worked 
more hours than they wanted to and who more often felt forced to go back to work 
before they were ready after the birth of a child—more strongly agreed that both the 
employer and the government are doing an inadequate job in helping to support 
working families, and it was these same mothers who were more willing to pay 
higher taxes so that more family policies would be created.  One American mother 
aptly put it:   
“For me, there is a great concern about leaving young children in the hands 
of someone outside the home.  I think so much of the emotional foundation is 
built in that first year of life and first couple of years of life.  I know as a 
parent I felt really torn having my children gone from me so much of the 
day, I mean I barely saw them two hours a day and that was really difficult.  
[Parental leave] would be an emotional support and also it helps for that 
transition period—the transition to parenthood.  Maybe a parental leave 
where you can reduce your hours for the first year or two or flextime or 
flexibility in options so that each family can think about what is going to 
work best in terms of becoming parents.  There are all kinds of studies that 
show when you provide your employee with flexibility you get better 
productivity, less absenteeism, more loyalty, so I think it’s with everyone all 
the way around.  With the problems we are facing with so much violence 
among young people and so many families under stress, if you try the 
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preventative approach, you can probably reduce a lot of the difficulties that 
families face later on.” 
Dutch and American parents alike generally agree that mothers and fathers 
should have equal access to paid parental leave.  But American mothers felt more 
strongly that the market and the government should take on a bigger role in 
providing such policies and were more willing to pay taxes for such programs than 
American fathers.  As noted earlier, American fathers scored higher levels of 
traditional sex-role attitudes than either American mothers or Dutch mothers and 
fathers.  They also more often preferred the traditional family lifestyle where they 
were the primary breadwinner while the mother was either a stay at home mother or 
worked part-time, whereas the Dutch fathers overwhelmingly preferred equal 
sharing of paid work and caregiving.  It makes sense that American fathers, 
therefore, would not be as strongly in favor of family policies that would work to 
equalize the roles in paid work and unpaid care work.      
 
3.6.7  Maternity Leave           
 
When parents were asked if they felt forced to go back to work before they 
were ready, 74% of American mothers answered “yes” compared to only 38% of 
Dutch mothers (see Table 15).   
 
Table 15: Parents feeling forced to go back to work before they were ready 
 
 US Dutch Statistical Significance 
Mothers 74% 38% 
χ
2 
= 5.472 
Fisher’s Exact Test = p < .020 
Fathers 56% 36% n.s. 
 
 
When asked to indicate which of the following reasons was most important in their 
decision to go back to work—financial need, career advancement, or personal 
satisfaction—American mothers indicated “financial need” in 62% of the cases; on 
the other hand, Dutch mothers indicated “financial need” in only 15% of the cases.  
American mothers indicated “personal satisfaction” as the most important reason in 
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19% of the cases, whereas Dutch mothers indicated it in 69% of the cases.  These 
differences were significant (see Table 16).33   
 
Table 16: Reasons most important in decision to go back to work 
 
US Dutch  
Financial 
need 
Personal 
satisfaction 
Financial 
need 
Personal 
satisfaction 
Statistical Significance 
Mothers 62% 19% 15% 69% 
χ
2 
= 13.251 
Fisher’s Exact Test = p < 
.000 
Fathers 67% 11% 5% 86% 
χ
2 
= 22.718 
Fisher’s Exact Test = p < 
.000 
 
 
In their interviews, many American parents explained that the reason they felt 
forced to return to work when they did was due to financial worries:  one American 
father explained, “Being that [the FMLA] is unpaid, I would think the parent has a 
different stress level because of no income coming in; that is why the father and 
mother return back to work earlier than what they would like”.   
The average length of maternity leave for American mothers in this sample 
was 9 weeks; the Dutch maternity leave averaged 16 weeks (indeed, all Dutch 
mothers took a minimum of 16 weeks maternity leave, as this is the mandated leave 
for working mothers).  Not surprisingly, this difference in length of maternity leave 
and culture was strongly significant. 
There was a significant difference between length of maternity leave and 
income and being a single parent for both the American and the Dutch culture, but 
in the opposite direction.  For American low income and single parents, the average 
length of leave was 2 weeks (with a range between 1 week and 3 weeks).  For 
American middle and high income mothers, the average length of maternity leave 
was 10 weeks (with a range between 3 and 26 weeks leave).  Quite the opposite, the 
Dutch lengths of maternity leave decreased as income increased:  the mean length 
of low income parents was 24 weeks, middle income was 15 weeks, and high 
                                                 
33
 Similar results were found with Dutch and American fathers as discussed below under “paternity 
leave”. 
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income was 12 weeks (this does not include the 4 weeks taken before birth); and 
these differences reached a strong significance level.  As opposed to the American 
single parents, Dutch low income single parents averaged double the length of 
maternity leave the U.S. middle and upper income mothers had (see Table 17).34 
 
Table 17: average length of maternity leave by income 
 
 Low income Upper/middle income Statistical Significance 
US 2 weeks 10 weeks 
F = 3.383 
p < .057 
Dutch 24 weeks 13 weeks 
F = 19.628 
p < .000 
 
   
Importantly, however, when looking at mothers’ preferred length of 
maternity leave, there was no significant difference between the Dutch and the 
American cultures.  The Dutch mothers preferred an average of 23 weeks maternity 
leave while the American mothers preferred an average of 28 weeks.  The American 
and Dutch fathers preferred about the same length of maternity leave for their 
partners (24 weeks). All mothers preferred a longer maternity leave than what they 
were currently given, but for the Dutch parents, adding an extra 7 weeks to their 
universal maternity leave would bring it up to par with their average length 
preferred as opposed to the 19 weeks needed to be added to the averaged 9 weeks 
maternity leave for American mothers (see Table 18).  The situation is even more 
striking for low income and single parents who averaged only 2 weeks maternity 
leave. 
 
Table 18: preferred length of maternity leave 
 
  Preferred Current 
Mothers 28 weeks 
US 
Fathers 24 weeks 
9 weeks 
Mothers 23 weeks 
Dutch 
Fathers 24 weeks 
16 weeks 
 
                                                 
34
 American low-income single parents averaged 2 weeks maternity leave. 
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Both traditional sex-role attitudes and career centrality correlated 
significantly with length of maternity leave for Dutch mothers:  the higher 
traditional sex-role attitude levels, the longer the maternity leave35; the higher level 
of career centrality, the shorter the length of maternity leave36.  Neither traditional 
sex-role attitude levels nor career centrality correlated significantly with American 
mothers’ maternity leave lengths.  American mothers’ maternity leave is not as 
determined by individual values as it is in the Dutch culture; rather, it is more 
determined by financial constraints and job security.     
A low income single American mother described returning to work when 
her infant was 3 weeks old because of financial constraints.  Her hourly wage job 
offered a short maternity leave that paid less than ½ her already low wage and 
offered no sick time.  Since she was her only source of income, she described the 
timing of her return to work as difficult mostly because, as she put it, “I had to give 
up my baby.”  She wanted to breastfeed but didn’t; when asked her reasons for not 
breastfeeding, she looked at me dumbfounded and said, “How am I supposed to 
feed my baby when I had to work?”   
Three quarters of mothers in both countries felt that work interfered with 
breastfeeding.  This is interesting because, even with maternal leave being shorter in 
the U.S., three quarters of Dutch mothers in this sample still felt that they were not 
able to breastfeed as long as they would like (this is despite the fact that the Dutch 
culture recommends a shorter period of breastfeeding than the American).  In 
general, it was found that most working mothers quit breastfeeding before they 
wanted to because of difficulties found in combining it with their employment.  
Even though the Dutch have legislation making it possible for employed mothers to 
take 25% of their working hours each day for pumping breast milk or for 
breastfeeding directly, this still was the case.    
The interviews with the Dutch parents were conducted prior to the 
interviews with the American parents.  As I heard over and over again of how 
American mothers felt forced to return to work before they were ready, either for 
financial reasons, health care benefit retention, or basic job retention, I was 
reminded again and again of the words of one Dutch mother.  When asked, “If you 
                                                 
35
 Pearson Correlation .472, p < .015, significant at the 0.05 level 
36
 Pearson Correlation -.392, p < .048, significant at the 0.05 level 
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didn’t have the 16 weeks paid maternity leave, how would that have changed things 
for you?”, she responded: 
“It’s impossible not to have this time.  You can’t have a kid and then go to 
work the next day or the next week, that’s impossible.  …The way it affected 
my relationship with my child is that you have got to get to know each other.  
And it’s not like, when she was born you have this reaction of ‘ohhh, I know 
you!’ I was like, ‘HUH?! Who are you?!’  And such a personality, even one 
minute old…her own face, her own…I was like, ‘Oh, who are you, and what 
do you want?’ that is how I was and I’m still doing that I’m still watching 
her and learning and, oh, this is your own personality, this is what you see 
around you and …ya, this is why…why else would you get a child?  And we 
are living in very rich countries, we are not living in Africa where you get 
your child and you’ve got to go to work otherwise you don’t have any 
food…no food problem so why…that enables us to have a good emotional 
relationship with our children….” (emphasis added). 
Especially for low income working American parents, especially single parents, the 
rich country they live in does not seem to affect their ability to take adequate time 
off after delivering their baby precisely because they are worried about putting food 
on the table and shoes on their children’s feet.   
An American single mother reported, “After the birth of each of my first 
three children, I had 3 weeks off; and then 2 weeks off after the birth of my last 
child.  I had no choice; I had to go back to work; I had no choice.  It caused 
physical problems but I had no choice.  My kids needed things, I had to work.”  
With her most recent job, she was working between 70 and 80 hours per week 
managing a gas station. When asked if the amount of time she took off helped her 
feel successful in her work and caregiving roles, she replied, “I felt like a failure 
because I left them; and then when I got back to work you don’t know if you are 
doing the best job you can because you are so depressed that you left them”.   
 In American culture, government based assistance (such as cash assistance, 
food stamps, and Medicaid, the country’s federal health care program for very poor 
families) is regarded as a safety net for those citizens whose family and market fails 
them.  However, beginning with the dismantling of this system in the 1980s and the 
complete overhaul in the 1990s culminating in PROWA, the Personal 
Responsibility and Opportunity for Work Act of 1996 (which makes assistance 
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contingent upon actively seeking work) low income working parents have no choice 
but to return to work quickly after giving birth.  This same single mother who 
worked 70 and 80 hours a week managing an all night gas station said of her 
government’s low income assistance programs for pregnant women, “Two weeks off 
is not enough [maternity leave]. The State does not take that into 
consideration…Say you go and apply for cash assistance when you are pregnant, 
they don’t care about that, and it’s stupid.” 
There were some American parents who felt grateful about their employer’s 
parental leave benefit given that they had accumulated enough paid time off to take 
2-3 months of paid leave.  These parents by and large worked in the education 
sector either at the university or primary level.  Those who worked in education had 
the additional option of one year of job protected care leave, but only one mother 
chose to take this unpaid time; the others chose not to do so because they would 
have lost needed income as well as needed insurance benefits had they taken the 
time; obviously, they felt going without health care was a higher price to pay then 
spending the much desired time with their children.  One American mother 
described her mixed feelings regarding her ability to have 4 months off for 
maternity leave (6 weeks of which was paid using her sick leave and her vacation 
time, the rest of which was unpaid):  “Part of me was really grateful for having the 
time that I did and part of me was really angry for feeling grateful that I had 4 
months off when there are so many countries that have so much better options.”   
 
3.6.8  Paternity Leave 
 
Unlike the Netherlands’ policies on part-time work, parental, and maternity 
leave which allow working parents the opportunity to be more at home with their 
children both following birth and when the children are young, its paternity leave 
policy more closely resembles the U.S., even though the U.S. has no official 
paternity leave policy.  The Netherlands offers fathers a 2 day paternity leave after 
the birth of a child.  Both U.S. and Dutch fathers interviewed used holiday time or 
sick leave to act as a paternity leave.  On average, American fathers took one week 
of paternity leave while Dutch fathers averaged two weeks leave after the birth, 
although this difference is not statistically significant.  In addition, more Dutch 
fathers reduced their working hours to part-time status after the birth of their 
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children (36% as opposed to 12% of American fathers).  As opposed to maternity 
leave, length of paternity leave did not significantly differ with culture, income 
levels, ratings of traditional sex-role attitudes or career centrality, or parental leave 
accessibility.   
More than half of American fathers (56%) felt forced to go back to work 
before they were ready as opposed to only one third (36%) of Dutch fathers (see 
Table 15).  When asked to indicate the reason they returned to work—financial 
reasons, career advancement, or personal satisfaction—67% of American fathers 
chose “financial reasons” as compared to 5% of Dutch fathers.  Eighty-six percent 
(86%) of Dutch fathers chose “personal satisfaction” as opposed to only 11% of 
American fathers.  These differences were strongly statistically significant (see 
Table 16).  It should be noted that, in the Netherlands, mothers are offered a home 
health worker to aid them in care and cleaning help for the first week following the 
birth of a child.  Many Dutch fathers indicated the presence of this helper (called the 
“kraamverzorgster”) as a reason they felt comfortable returning to work when they 
did.   
 Dutch parents resembled American parents’ criticisms of FMLA when it 
came to talking about their country’s paternity leave policy.  Many Dutch parents 
felt that the difference in length between maternity leave and paternity leave 
actually encouraged an unequal division of labor between mothers and fathers.  A 
Dutch father explained,  
“I think there is too big a difference between the maternity leave and the 
father leave. Obviously there is a physical reason for the maternity leave; 
but the big division that you have between the mother and the father 
stimulates the fact that the kid gets more time with the mother than with the 
father so I think there should be a little bit more for fathers.  I understand 
that there is a physical and a medical reason for the maternity leave but that 
is also only a part of it.”   
One Dutch mother said of the Dutch paternity leave policy: 
“It is old fashioned.  The government is campaigning a lot now for fathers to 
take more interest and participate more in childcare and work around the 
house but the government doesn’t do anything to support that in actuality.  I 
think when the government really means the message they put out, then they 
will give more time to fathers.”   
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Another echoed her thoughts and said in her interview, “I think [the length of 
paternity leave] is ridiculous.  It’s crazy.  Particularly if you say you want fathers 
who take care of the children and have a good bond and you can’t if you say, ‘you’, 
who after two days after the birth, ‘back to work!’ I mean you can’t.  It’s horrible”.   
Still another father was critical of the short amount of time given to fathers for 
paternity leave stating it was a “stupid joke because it is only 3 days and for the first 
three days it is only for the delivery of the child…no it is stupid”.  He went on to 
say, “I took my own holiday time to have more time to stay at home, and I think that 
says you need a lot more time.  I think you really need one or two months 
completely off.  Everything is changed and also if I am at my office and I am only 
trying to be there and to stay alive and to have everybody think that I will work but I 
am not in the office; so I also think it does not work very well for my company—I 
can do my job only half”.  Many Dutch fathers said having more paternity leave 
would enable them to adapt to the caregiver role and be a better employee upon 
returning to work. 
However, those Dutch fathers that had paid parental leave felt more at ease 
about the short paternity leave policy.  One father said that the paternity leave his 
country had in place for working fathers was not adequate, but, said he, “it was 
possible for me to take more because I also had ouderschapsverlof [paid parental 
leave].  I would like more time for the father if there was no ouderschapsverlof; I 
work for the government so it’s really good, I could take 3 months paid at 75% if I 
wanted. So I think it’s really good”.   
It is interesting that both American mothers and fathers preferred nearly 
triple the amount of paternity leave than the Dutch mothers and fathers.  American 
mothers preferred an average of 13 weeks paternity leave while Dutch mothers 
preferred an average of 4 weeks paternity leave; American fathers preferred an 
average of 11 weeks of paternity leave while Dutch fathers preferred 4 weeks on 
average.  These differences were significant between the two cultures (see Table 
19).   
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Table 19: preferred amount of paternity leave 
 
 US Dutch 
Mothers 13 weeks 4 weeks 
Fathers 11 weeks 4 weeks 
Mothers and Fathers 
combined 
12 weeks 
SD = 16.187 
4 weeks 
SD = 5.244 
These differences between the Dutch and the American parents’ preferred amount of 
paternity leave were significant. F = 8.787, p < .004 
 
The majority of American and Dutch fathers used their holiday time to increase the 
amount of time off after the birth of their children, making less holiday time 
available to them throughout the year.  Since American fathers average 2 weeks of 
holiday per year as opposed to 23 days holiday time for Dutch parents (on average), 
this means that American fathers were using up all of their paid time off for the year 
as a short paternity leave.  This study showed that American fathers were most 
traditional in their sex-role attitudes, so why the extended paternity leave 
preference?  I argue that American fathers feel so overworked with such little 
holiday time, that they are inflating their wishes for paternity leave just to get any 
kind of break from hours spent on the job.   
 
3.6.9  Care Leave 
 
Care leave (leave for when a child or other family member is ill that is 
separate from an employees’ sick leave) was mentioned by the majority of Dutch 
parents as being a very helpful aid in more comfortably juggling work with family 
responsibilities.  One Dutch father described the difference in having government 
regulations regarding care leave:  “It makes it a lot easier, especially when [my 
child] is sick, you know there are regulations; I have certain rights to take care of 
my child…it gives you ‘gemoedsrust’37—it’s like the way you feel, relaxation, 
comfortable, a kind of comfort…like comfortable” and went on to say later in his 
interview, “Your life becomes easier when you have more options, and your life 
becomes easier when you have the idea of more options” (emphasis his).   
                                                 
37
 Peace of mind. 
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Lack of care leave, on the other hand, was mentioned again and again by 
American parents as being the cause of stress and difficulties such as job insecurity 
and financial worries.  A single mother pregnant with her second child reported that 
her employer explained to her, “If you come to work, you come to work; if you took 
on this job, you took on this job, you have reliable babysitters and you have reliable 
people to take care of your kids so deal with it.”  She went on in her interview, 
“And that day I told him, ‘If my child or something happens to this baby, then no ifs 
ands or buts this child comes first; you can fire me or do what you have to do, but 
my child comes first.’”  “If you have kids” she explained, “you should be able to 
have more flexibility.  [Policies] should be more focused on how that parent can 
juggle work and their kids.” Another single mother cut to the core issues when the 
question was asked, “What needs adjusting in employers’ attitudes and how work is 
organized to make it easier for parents to work?”:   
“I think we need more policies because it’s hard to have a job where you 
can take time off and also one where you can have kids with…a lot of jobs 
discriminate on children, especially being a single mother.  I would never go 
into an interview and tell them I’m a single mom because they are going to 
take one look at me and tell me to go right out that door, ‘See you later, 
bye’.  They are going to think you are going to be unreliable because your 
kid is going to be sick and you’re going to be coming in late because your 
kid had to be taken to school and you have to leave work early because you 
have to pick the kid up, and doctor’s appointments...all that time, they are 
going to add up…how many times does a kid get sick, I mean a lot….” 
She concluded with remarks concerning care leave for ill children, “They should be 
more understanding and lenient on those sort of things because it’s a child.”   
 
3.6.10  Public Versus Private Sector Jobs 
 
Most of the Dutch sample worked in the private sector, both men and 
women;38 but most of the American mothers worked in the public sector:  Similarly, 
                                                 
38
 One reason for the predominance of private sector jobs in the Dutch female participant pool may 
be that women employed part-time were accepted as meeting the criteria for this study; that is, with 
the Dutch part-time parity laws, a large number of mothers entered the workforce which probably 
increased the rates of private sector employed women and therefore also increased the chances of 
having women employed in the private sector volunteer for this study. 
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a smaller proportion of Dutch fathers worked in the public sector as opposed to 
American fathers but not significantly so (see Table 20).   
 
Table 20: parents working in public or private sector 
 
  Public Private 
Mothers 71% 29% 
US 
Fathers 17% 83% 
Mothers 22% 78% 
Dutch 
Fathers 5% 95% 
 
 
Of those American mothers working in the public sector, the majority 
worked in education (either at the university or the primary level).  All of these 
mothers stated that working in education made it possible for them to spend more 
time with their children given the frequent breaks throughout the academic calendar 
as well as summers free.  There were only three Dutch mothers who worked in 
education, and two of the three worked at the university level as teachers and/or 
researchers; the other worked in primary education as a remedial teacher.  All 
mentioned the flexibility of the academic calendar and setting as allowing them 
more time with their children. Interestingly, of the four Dutch single mothers 
interviewed, one of which was already working as a teacher, another two stated a 
wish to move into the education sector from their current private sector jobs for the 
exact reason of academic calendar work breaks matching their child’s school breaks 
including summers off and flexibility.  One Dutch single mother summed it up: 
“I know that when the children go to the basis school, then it’s going to be a 
job in the supermarket or whatever just to be home on time [when they get 
home from school] and have enough holiday time.  When my child goes to 
the basis school, I can’t do the job that I am doing now….  [After school 
care] is not an option.  And when they have free days, I don’t have enough 
holiday to cover their holidays from school.  And after you have two 
children, the first child brings on the problems like after school or swimming 
lessons or whatever.  It [is] more hectic.  And there are going to be like 24 
weeks of holiday for the children and I have no idea how to combine it with 
the job I do now.  If I had a choice, I would stay with the job I have now 
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because it pays a good salary.  The job I have now is a job I really like.  If I 
had the chance to stay at work and come in at 9:30am and leave at 2pm, I 
would stay and do that but I can’t….I know now, realistically thinking about 
the future, that I have to find a job in education, at the basis school or 
something, not as a teacher, but as an administrator or whatever. There are 
going to be a lot of changes when [my first child] goes to basis school…it’s 
going to be different a year from now.”   
Echoes of the child’s school schedule, or predictions about when the child would 
reach school age, resonated throughout all the interviews.  The difference was in 
how the mothers of each country chose to tackle this problem of working the child’s 
school schedule into their work schedule.   
 Although the majority of Dutch mothers worked full-time (77%) before the 
birth of their first child, Dutch mothers overwhelmingly choose to work part-time 
(85%) once their children were born.  The three out of four Dutch single mothers 
that could not afford to work part-time due to being the sole breadwinner, chose (or 
had as a goal) to work in education so their job schedule and holiday times matched 
up with their child’s school schedule and school breaks.  Working in education for 
these solo parents seemed to be more a question of juggling financial need with 
needed job flexibility whereas Dutch mothers who worked in the private sector 
opted for part-time work, as this was an option their dual earner families could 
afford to make.  Hence, teaching was considered both a means of maintaining a full-
time job with a good salary as well as a way of meeting the flexibility demands 
necessary for children. 
However, it is interesting to note that nearly three quarters of all American 
mothers interviewed worked in the public sector and three quarters of those worked 
in education.  Here, it becomes important to remember that 95% of American 
mothers interviewed worked full-time before the birth of their first child and most 
continued to work full-time after the birth, including at the time of the interview.  
The option of working part-time, although preferred overwhelmingly by American 
mothers, apparently was not a choice these parents felt they had the financial 
freedom to make.  Rather, the type of work—the public [education] sector—was 
chosen precisely because of its built-in job flexibility and holiday schedules.  One 
American mother put it aptly when she stated, “I love teaching and it is so 
conducive to having children too” and “teaching is accepting of women taking leave 
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from work”.  The schedule of the job in education also acts as a built in maternity 
leave for American mothers, with parents planning the timing of the birth to 
coincide with summer holiday.  One mother said, “They said I had the perfect 
pregnancies because both of my children’s due dates fell at the end of the school 
year which meant I had 4 months off after she was born” and another stated, “we 
tried to plan the birth to fall on the summer holiday but the timing wasn’t 
cooperating with us and he was born in August, right at the beginning of the school 
year, which wasn’t a good time because I only had 6 weeks of maternity leave”.  For 
the mothers who worked as teachers, the structure of their work schedule was one of 
the main factors they found helpful in combining work with raising children, due to 
job flexibility which offered opportunities for extended maternity leave for the 
American mothers especially, as well as the ability to be home with their school 
aged children during holidays and after school hours.  Although not all mothers 
chose teaching with future parenthood in mind, all of these mothers stated they 
maintained a career in education for these reasons.  “After I became a mom,” one 
U.S. mother put it, “I knew I would never change careers because it would take 
away from my motherhood more than anything else.”   
A smaller proportion of fathers in the sample worked in the public sector 
(5% of Dutch fathers and 17% of American fathers) (see Table 20).  Two of the 
three public sector working American fathers were teachers (one in primary school, 
one at the university level).  Similar to the mothers working in education, these 
fathers also mentioned the academic schedule making it easier to take part in the 
care work, such as the ability to set one’s own teaching schedule (the university 
professor) and the ability to match the child’s school hours with the father’s 
working hours (the primary school teacher).  The father working as a primary 
school teacher answered, “Originally, I went into teaching knowing that I would 
have the summers to do something with family, should I have a family.”  When 
discussing his wish to be a school administrator, he answered, “Administration [is] 
later down the road; right now, I get time with my kids and why would I give that up 
right now for a slight financial gain.”  Both fathers working in education were also 
reported by their wives as taking an equal or even greater part in the caregiving 
tasks.  Despite the fact that both fathers worked 40 hours per week, they were able 
to take on a greater role in the care of their children because their teaching 
schedules allowed for job flexibility.  One of their wives put it succinctly when she 
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said her husband was an “exceptional domestic engineer”.  She described how the 
academic setting’s flexibility made all the difference emphasizing that her job’s 
“flexibility is the key, because so much of [their] work time is at [their] discretion”.  
Her husband echoed her thoughts in his interview: “We [he and his wife] couldn’t 
have done what we did with her early child rearing if we weren’t academics with 
the ability to work from home”. 
The one American father who worked for the State as an environmental 
engineer, on the other hand, complained of a lack of flexibility:  “It would be 
extremely helpful to have true flextime where you just have to put in your 8 hours 
but you can start and stop when you want to.  That type of flexibility would help out 
immensely [with caring for children]”.  When this same father took two weeks of 
unpaid leave using the Family and Medical Leave Act for the birth of his child, he 
reported:  “I have taken two weeks unpaid twice [both for the births of his children] 
since I started working for the State in 1987 and I was the only one in my 
department to do that and I was encouraged not to do that.”   
 For most Dutch working in the public sector, their parental leave right is 
guaranteed to be paid at 75% of their salary.  In this study, take up of Dutch parental 
leave correlated significantly with working in the public sector.39  Although this is 
by no means meant to explain the predominance of women in the civil service 
sector, it is something that Dutch mothers and fathers in this study spoke about.  For 
example, one Dutch father who worked in the civil service sector especially 
mentioned working for the government as one of the things that was helpful in 
juggling work with family precisely because of the gendered nature of that sector: “I 
can arrange [care leave] just by talking about it.  They are used to those kinds of 
rules, they use them themselves.  I think it is one of the advantages of working for 
the government:  my colleagues are a lot female.”       
 Working in education for American parents was one of the ways they were 
able to get more flexibility into their work schedule.  This is one reason women 
predominate in teaching positions in America for pre-primary, primary, and 
secondary levels.40  It is interesting that, like American public sector employees, 
                                                 
39
 Pearson Chi-Square value 4.042, df = 1, 47,  p < .044, Fisher’s Exact Test = .054 
40
 It is also important to note that U.S. women hold fewer powerful positions in education such as 
superintendents and principals of schools.  It has been discussed that this has been one of the early 
ways children become exposed to gendered divisions of labor, where men hold the leadership 
positions and women hold the subordinate positions (see Boyle, 2004).  
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Dutch civil service positions are predominantly held by women as well (Gustaffson, 
Kenjoh, & Wetzels, 2001).41  Private sector jobs where men predominate in the field 
hold fewer options for flexibility, as reported in this study.  One Dutch mother 
interviewed decided to quit her job after the birth of her second child because she 
felt the nature of her work in the Information Technology (IT) sector was too “male 
centered” and therefore didn’t allow for flexibility such as working part-time or 
even supported care leave, even though it is required by Dutch law that all 
employees are entitled to a minimum amount of care leave per year.  She explained, 
“It’s true that the women in IT, if they are taking children, they are taking them 
when they are much older or they are not taking any children or they only have one.  
It’s harder in IT to come back to work after you have children.  It’s much easier if 
you are a teacher or something.  I think in the company I’m in it is not a company 
for women and I don’t think it will ever change….  I think the culture in IT is very 
hard to change.  You know you are going to have a job that is mostly men and it is 
like that, and so you just accept it” (emphasis added).   
 
3.6.11  Job Flexibility 
 
 In the Dutch sample, those families that expressed satisfaction with the 
ability to combine paid work with the care of their families also tended to mention 
job flexibility as the number one contributing factor: 75% of the Dutch sample 
mentioned job flexibility as the key factor in comfortably combining work with 
family life.  Employer support was also mentioned alongside job flexibility in 100% 
of the Dutch cases, which makes sense given that employers offering flexibility are 
perceived to be supportive employers.  Job flexibility was also mentioned in the 
U.S. sample, but not as often (60% of cases); employer support was mentioned in 
59% of the cases, but there was no significant correlation between those employers 
offering job flexibility and those employers who were perceived as supportive.  This 
is partly due to the fact that the majority of American parents who mentioned job 
flexibility worked in the public sector as teachers (mostly mothers) and considered 
                                                 
41
 Explanations for occupational sex segregation begin to emerge.  As Esping-Andersen (2002) 
notes, the least and most educated women also hold significantly lower public sector jobs; rather, it is 
the “semi-professional”, dual role women who select careers in public sector service jobs due to 
“good pay and the kind of job security and flexibility that makes careers compatible with having 
children” (pp. 74-75) 
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job flexibility as inherent in their job description and not at the discretion of the 
employer.    
Fewer American mothers reported flexible work arrangements than Dutch 
mothers (46% compared to 70%).  A higher proportion of fathers in both cultures 
mentioned job flexibility than mothers:  79% of American fathers and 81% of Dutch 
fathers.  
 Job flexibility was correlated with income in both the U.S and the Dutch 
sample.  American mothers were more likely to have flexibility in their job if they 
were in the high income group.42  High income Dutch mothers were also more 
likely to have job flexibility, but the significance level was not as high.43  All of the 
low income families had difficulties maintaining employment due to lack of 
flexibility (especially due to needing to leave work when their child was ill).44   
As a comparison, an American single mother explained moving to third shift 
working hours so as to be at home during the daytime hours for her children.  She 
described:  “Then I went to third shift.  And with having two small children, I’d go 
three or four days without sleeping.  And that is not good to do…you get cranky 
with your kids.  I had a bout of depression after almost two years [of third shift 
work], it was more than I could handle; I went off the deep end, and I lost my job, I 
lost my apartment, I lost everything.  And now I’m trying to work my way back up.  
Even working till 10pm is fine, because then I would have the morning time with 
them.  I had no flexibility.”   
 
3.6.12  Partner Support 
 
Partner support was counted if the participant mentioned without prompting 
that their spouse or partner was a contributing factor in helping them juggle paid 
work with caregiving responsibilities.45  The Dutch sample mentioned partner 
                                                 
42
 Pearson Chi-Square value = 6.300, df = 2, p < .043 
43
 Pearson Chi-Square value = 6.480, df = 1, p < .011, Fisher’s Exact Test = p <.056 
44
 It is important to note that 5 of the 7 American low income families (all of whom were single 
mothers) had described being fired time and time again for reasons having to do with leaving work 
because of a family emergency or a sick child.  Although all of these mothers were unemployed, 
living off government aid, and seeking work at the time of the interview, they are included in this 
study of working parents because they represent a problem faced by a significant number of low 
income single parents in the U.S.  This is discussed in chapters 2, 3, and 5.   
45
 It should be noted that in every family headed by a single parent (all mothers in this study) there 
was no mention of help in raising the family from the non-custodial parent, even in the cases where 
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support in 54% of the cases; the U.S. sample mentioned partner support in 33% of 
the cases. These percentage differences almost reached significance levels (see 
Table 21). 
 
Table 21: Partner Support 
 
 US Dutch Statistical Significance 
Mothers 57% 74% n.s. 
Fathers 10% 29% n.s. 
Mothers and Fathers combined 33% 54% 
χ
2
= 3.235 
Fisher’s Exact Test: p < .058 
Statistical Significance 
χ
2
= 8.925 
Fisher’s Exact Test: 
p < .003 
χ
2
= 10.988 
Fisher’s Exact Test: 
p < .001 
 
 
   
When the sample is broken down by gender, 74% percent of Dutch mothers 
mentioned their partner as helpful opposed to 57% percent of American mothers, 
but this difference did not reach statistical significance.  The phrase that came up 
repeatedly in interviews with these mothers was “doing it together”—that is, sharing 
the caring responsibilities in what was described as equal divisions of labor in the 
home.  The fact that there are more Dutch mothers who rate their partner as helpful 
may be partly due to the fact that more Dutch fathers choose part-time work (36% 
as opposed to 12% of American fathers) and thus are better able to take a greater 
role in caregiving.  But even those Dutch fathers who worked full-time were more 
often perceived as helpful by their partners compared to American mothers.  
However, when considering the difference between the cultures in fathers’ 
traditional sex-role attitudes, with American fathers being more traditional in their 
attitudes regarding divisions of labor, it is understandable that fewer American 
mothers would rate their partners as helpful in the caregiving role. What is most 
striking about the differences in partner support is not between cultures but between 
men and women.  That is, men mentioned their partner as supportive in helping 
                                                                                                                                        
the father had visitation days with the child.   No father took on enough of a significant role in the 
caregiving responsibilities as to make these mothers warrant them as “helpful”.   To get a more 
accurate reading of “partner support”, therefore, the percentages and statistics on partner support 
reflect only two parent families.      
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them juggle their work with caregiving responsibilities far less often compared with 
women.  Only 29% percent of Dutch fathers mentioned partner support without 
prompting, and far fewer American fathers mentioned it, only 10%.  Rather, fathers 
in both cultures perceived job flexibility as the number one factor in helping them 
combine work with caregiving responsibilities.   
For fathers, it is the organization of work that is perceived as the most 
influential system regarding their ability to take time to care; mothers, on the other 
hand, mention job flexibility but rank higher the partner support and child care 
factors as the most influential factors helping them combine work with family 
responsiblilties.  Fathers’ ability to work outside the home in the way most fathers 
do is highly dependent on mothers taking on more of the caregiving responsibilities; 
yet this relationship almost always gets missed by fathers.  I surmise that traditional 
gender roles play a factor in these findings.  Women have been historically the 
predominant caretakers and so men tend to assume their partners’ ubiquitous 
presence in the caregiving role; something so “normative” does not seem worth 
mentioning because it is so obvious and taken for granted.  For fathers, 
characteristics such as job flexibility and paid parental leaves—far more “new” 
characteristics in the system of labor, historically speaking—were mentioned.  Men 
who take a more significant role in caretaking, however, would stand out more (and 
therefore are mentioned more often) because it has not been historically the case 
that men contribute significantly in caretaking responsibilities (rather, their role has 
been as “provider” or sole breadwinner). 
Interestingly, mothers from both cultures rated significantly higher levels of 
emotional and physical support given by their partners than the fathers’ ratings of 
levels of emotional and physical support they gave to their partners.46 These data 
showed a consistent trend when comparing mothers and fathers within their own 
culture as well.   However, American mothers and fathers rated significantly higher 
levels of father’s marital support than Dutch mothers and fathers,47 which may 
mean that Dutch parents have higher expectations of support from the fathers than 
the American parents do, or it may mean that American fathers are doing as much 
as they can given the lack of time they have to offer support to their partners, as 
                                                 
46
 Mothers’ mean = 4.043, SD = 1.1587; fathers’ mean = 3.413, SD = .8907), F = 7.832, p < .006 
47
 U.S. mean = 4.053, SD = 1.0384; Dutch mean = 3.510, SD = 1.0693), F = 5.594, p < .020 
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opposed to the Dutch fathers who work less hours on average and therefore may 
have greater freedom to give more support to their partners. 
 
3.6.13 Father Care Days   
 
There were, however, a number of fathers in both cultures who rearranged 
their work schedule in order to devote more time to caring for their children.  In the 
Dutch literature, this is often referred to as “Caring Fathers” (e.g., Duyvendak & 
Stavenuiter, 2004; Duindam & Spruijt, 2002; Knijn & Selten, 2002).  Dutch 
mothers called the days of the week that the fathers were home alone as the primary 
caregiver of the children “Papa Dagen”, or “Daddy Days.”  Those fathers who 
changed their work schedule to have days during the week where they were the sole 
caretakers called this time their “care day(s)” (“zorg dag[en]”).   
In analyzing these “father care days”, it was found that 38% of Dutch fathers 
did not have to change their work schedules in order to have “father care days”.  On 
the other hand, 38% of Dutch fathers did change their work schedule either by 
changing their working contract to part-time or maintaining full-time status but 
rearranging their working hours (for example, changing from 5 days a week to 3 or 
4 days a week either by using parental leave spread out over time or by working 
from home).  A total of 76% of Dutch fathers, therefore, were taking father care 
days at the time of their interviews.  Given the preponderance of full-time work for 
American fathers, it is surprising that 42% were still able to change their work 
schedule to include one or more father care days during the week where they were 
the home alone primary caregiver.48  Although more Dutch fathers were taking 
father care days compared to American fathers, many were already working part-
time, as opposed to American fathers who were ubiquitously working full-time.  
Hence, for both US and Dutch fathers, nearly the same number actually rearranged 
their schedules to include father care days after the birth of their child.  The fact that 
more Dutch fathers took Father Care days was significant, however (see Table 22). 
 
 
                                                 
48
 One of these American fathers initially changed his hours to part-time after the birth of his first 
child and eventually quit his job altogether to be a stay at home dad.  He is included in this analysis 
on “Father Care Days”.    
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Table 22: Father days with or without change of work schedule 
 
 US Fathers Dutch Fathers 
Without change of schedule 0% 38% 
With change of schedule 42% 38% 
All Fathers 42% 76% 
These differences in fathers with father care days across cultures were 
significant: χ2= 4.127, Fisher’s Exact Test: p < .044 
 
   
Working part-time correlated strongly with the presence of father care days for the 
entire sample.49  But when looking at the cultures independent of one another, 
working part-time correlated with father care days only for American fathers50.    
Father care day presence was tested with other factors such as job flexibility, 
working in the public or private sector, income, career centrality, level of education, 
preoccupation with the child, marital support, and family salience.  Only level of 
education correlated significantly with the presence of father care days for the 
Dutch sample.51  This is consistent with other studies that show education level of 
mother and father correlate with fathers taking more time in the domestic sphere 
(e.g. Duindam, 1997; Esping-Andersen, 2002: den Dulk et al., 2004).  In a U.S. 
Census Bureau Population Report, Casper (1997) found that fathers working part-
time, in addition to those who were not employed or those working nonday shifts, 
were more likely to care for their children.  For the U.S. sample, not only did part-
time status correlate with father care day presence, but also traditional sex-role 
attitudes and family salience.   
Family Salience was computed using the average of six items on the parent’s 
focus on the family role such as “family as the most important aspect of one’s life”, 
“family as the main source of security”, and “life feels incomplete without family”.  
Interestingly, there was no significant relationship for Dutch fathers between ratings 
of family salience and presence or absence of father care days; but there was a trend 
that fathers who did not take father care days had higher ratings of family salience.  
                                                 
49
 Pearson Chi-Square value = 8.139, df = 1, N=39, p < .004 
50
 Pearson Chi-Square value = 5.204, df = 1, 17, Chi-square = p < .023, Fisher’s Exact Test = .051 
51
 Pearson Chi-square value = 11.550, p < .003.  However, one of the expected counts was .71.  
Therefore, medium and low educated fathers were combined and the Fisher’s Exact Test yielded a 
significance level of p < .008) showing a strong correlation between father’s education level and 
presence of father care days.   
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For American fathers who had father care days, there was a statistically significant 
lower mean for the family salience factor.  When fathers from both cultures were 
pooled together, there was a greater statistically significant difference between those 
fathers who took father care days and those who did not:  those fathers who had 
father care days rated lower levels of family salience than those fathers who did not 
have father care days.   
 
Table 23: Family Salience in fathers with or without father care days 
 
 No father care 
days 
Father care days Statistical Significance 
         US 
mean = 4.212 
SD = .358 
mean =3.646 
SD = .681 
F = 5.575 
p < .030.   
US and Dutch  
combined  
mean = 4.13 
SD = .399 
mean = 3.60 
SD = .583 
F = 9.510 
p < .004. 
 
 
It may be that those fathers who do not take father care days perceive themselves as 
taking care of their family by working long hours (and so family salience may also 
be reflective of traditional sex-role attitudes). One American father put it this way:  
“The reason why work and family are so interconnected is because work goes into 
your family.  That is why you work, right, whether you pay for your car or mortgage 
or what have you, and that is why, if you earn more, you are doing more for your 
family”. 52 
Mothers and fathers rated their preoccupation with their child.  
Preoccupation with child was an average of three items pertaining to their degree of 
thinking about the child; their worry about the well being and development of the 
child; and their worries about not being a good parent to the child.  There were no 
significant relationships between mothers’ preoccupation with the child and culture 
or any other factor.  But there was a significant relationship between fathers’ ratings 
and culture as well as fathers ratings and the presence or absence of father care 
days.  American fathers were more preoccupied with the child than Dutch fathers 
(see Table 24a).  And when fathers from both cultures were pooled together, those 
                                                 
52
 Or it could be that fathers who do not take extra time feel guilty for inadequate amounts of time 
with their children so they inflate their ratings of family salience.    
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fathers who took father care days held lower ratings of preoccupation with their 
child as compared to those fathers who did not have father care days (see Table 
24b).  This is consistent with the findings on fathers and family salience.  Fathers 
who spend less time with their children are more preoccupied with their children’s 
well being and worry more about being a good father.  
 
Table 24a: Fathers’ preoccupation with the child by culture 
 
US Dutch Statistical Significance 
Mean = 3.76 
SD = 1.008 
mean = 2.96 
SD =.885 
F = 7.087 
p < .011 
 
Table 24b: Fathers’ preoccupation with the child and the presence or absence 
of father care days 
 
No father care days Father care days Statistical Significance 
mean = 3.78 
SD = .861 
mean = 3.05 
SD = 1.035 
F = 5.187 
p < .029 
 
 
Traditional sex-role attitudes, as expected, correlated negatively with the 
presence of father care days for American fathers, but not for the Dutch.  American 
fathers who did not have father care days had statistically significant higher levels 
of traditional sex-role attitudes.  When the fathers from both cultures were pooled 
together, a greater statistically significant difference was found:  fathers who had 
father care days were less traditional in there sex-role attitudes than those fathers 
who did not.    
 
Table 25: Traditional sex-role attitudes by having father care days or not 
 
 Father care days No father care days Statistical Significances 
US fathers 
mean = 3.04 
SD = .700 
Mean = 3.89 
SD = .708 
F = 6.772 
p < .019 
   US and Dutch 
         fathers combined 
mean = 2.64 
SD = .804 
Mean = 3.46 
SD = .887 
F = 8.796 
p < .005 
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But American fathers rate higher levels of traditional sex-role attitudes in general.  
The Dutch fathers in this sample were more progressive in their views on gender 
equality regardless of the presence or absence of father care days.  This finding was 
consistent throughout the statistical analysis as well as the qualitative analysis.   
 
3.6.14  Crittenden’s Tenets 
 
 Ann Crittenden (2001) lays out ten “tenets” for a more gender equal basis to 
paid and unpaid work in her book, The Price of Motherhood.  These tenets were 
made into “yes” or “no” questions and asked of each interviewee at the end of their 
face to face interview.  Full statistical results for these questions can be found in 
Appendix II.53  Here follows a summary of those results (see Table 26). 
                                                 
53
 Two of Crittenden’s tenets concern the legal division of material and financial assets in cases of 
divorce when young children are involved.  These tenets were also turned into “yes/no” questions 
and asked of all participants.  However, due to the consistent answer of “It depends…”, followed by 
a myriad of different hypothetical examples mentioned and elaborated upon by the partipants of both 
cultures, these two questions and their results were dropped from the study.  Hence, only 8 of the 10 
tenets are discussed. 
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Table 26: Agreement with Crittenden’s Tenets 
 
  US Dutch 
                                   TENET Mothers Fathers Mothers Fathers 
1a 
Should every parent have a right to one year’s paid leave 
after the birth of child? 
74% 42% 64% 65% 
1b 
Should only the mother have a right to one year’s paid 
leave? 
26% 37% 25% 30% 
1c 
Should there be one year’s paid leave shared by both the 
mother and father? 
85% 63% 64% 75% 
2a 
Should every parent have a right to a shortened work week 
to increase time at home with their children? 
93% 84% 100% 100% 
2b 
Should only the mother have a right to a shortened 
workweek to increase time at home with their children? 
11% 5% 21% 10% 
3a 
Should the standard work day change from eight hours to 
six hours for all people participating in the labor force? 
70% 42% 36% 50% 
3b 
Should only parents with young children have their 
workday changed from eight hours to six hours without a 
reduction in salary 
37% 26% 10% 30% 
4 Should the workplace be more understanding to parents? 100% 95% 82% 90% 
5a 
Should benefits such as pension continue to accrue while 
taking time off to care for children? 
82% 90% 93% 85% 
5b 
If you are a stay-at-home caregiver who is not participating 
in the labor force, should there be a pension program set up 
so that caregivers can build their pensions up while 
providing unpaid work? 
78% 58% 50% 50% 
6 
Should the government add unpaid household labor and 
care work to the gross national product? 
100% 58% 61% 70% 
7a 
Should the government guarantee universal preschool to all 
children, beginning at two years of age? 
89% 74% 96% 95% 
7b 
If the government provided Universal Preschool to all 
children, should it be subsidized? 
89% 73% 93% 85% 
8a 
Should the government guarantee a place for every child in 
a public day care setting when both parents work outside 
the home? 
89% 63% 96% 100% 
8b 
If the government guaranteed a place for every child in a 
public day care setting when both parents work outside the 
home, should it be subsidized? 
85% 74% 89% 95% 
 
 
 
 
  103 
 Approximately two-thirds of Dutch mothers and fathers support each parent 
having the right to one year’s paid leave after the birth of a child.  While three 
quarters of American mothers support one year’s paid leave for both parents, less 
than half of American fathers support it.  There is even more support in both 
countries, however, for one year’s paid leave shared by both the mother and father. 
   There was almost unanimous support in both countries for the idea of 
reducing or shortening a person’s work week in order to spend time at home with 
their family.  All of Dutch mothers and fathers interviewed felt that every parent 
(indeed, every working adult whether they be a parent) should have the right to 
reduce their working hours in order to increase time at home with their children (or 
other reasons) (100% affirmed this as a right).  The majority of American mothers 
and fathers also supported this as a right (93% of mothers and 84% of fathers).   
 Western European countries generally consider 35 hours a week full-time.  
Parental leave schemas in the Nordic countries as well as other European countries 
(such as the Netherlands) make it possible for a 30 hour work week to be considered 
full-time (Haas, Hwang, & Russel, 2000).  Indeed, the OECD has recommended its 
members to adopt a 30 hour work week threshold to distinguish between full-time 
and part-time (Kenjoh, 2004).  Therefore, another question asked based on 
Crittenden’s tenets, “Should the standard work day change from eight hours to six 
hours for all people participating in the labor force?”  Answers were more varied 
and split between countries and between genders.  Dutch mothers mostly opposed 
the idea (64% answered “no”); Dutch fathers were evenly split with 50% answering 
“yes” and 50% answering “no”.  American mothers mostly favored the idea with 
70% answering “yes” but only 42% of American fathers favored the idea.  Many 
parents that opposed the idea of validating a 6 hour work day as “full-time” said the 
problems were not in the 8 hour work day, but in the lack of flexibility these 8 hours 
are expected to be performed each working day.   
 Unsurprisingly, nearly all parents in both countries felt that employers 
should be more understanding to parents (for example, offering flexible work 
schedules or not requiring evening work meetings).  All the American mothers, 82% 
of the Dutch mothers, 95% of American fathers, and 90% of Dutch fathers felt 
employers should be more understanding and supportive of parents’ needs.  This 
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nearly ubiquitous finding clearly suggests there is a problem with employer support 
of working parents.54   
 The majority of Dutch and American parents felt that benefits (such as 
pension and health insurance) should continue while taking time off to care for 
children (93% of Dutch mothers; 85% of Dutch fathers; 82% of American mothers 
and 90% of American fathers).  However, when the question was asked, “If you are 
a stay-at-home caregiver who is not participating in the labor force, should there be 
a pension program set up so that caregivers’ pensions can grow while providing 
unpaid work?”  This issue is important especially in regards to elderly female 
poverty rates.  The answers were divided.  Dutch parents were evenly split with half 
the Dutch mothers and fathers answering “yes” and the other half answering “no”.  
More American mothers than American fathers favored the idea of a special pension 
for stay-at-home caregivers (78% compared to 58%), but Americans in general 
supported this idea more than the Dutch. 
 Crittenden believes that adding unpaid household labor to a country’s gross 
national product may enhance the value placed on unpaid care work.  So the 
question was asked, “Should the government add household labor and care work to 
the gross national product?”  Every American mother (100%) answered “yes” but 
only a little more than half of Dutch mothers felt that this would have a positive 
impact, if any impact at all.  A little more than half of American father’s agreed that 
this would be a good idea and would help society value unpaid carework while 
nearly three quarters of Dutch fathers felt this would do some good.55 
 Nearly all Dutch parents and the majority of American parents felt that 
government should provide universal preschool to all children whose parents want 
them to attend beginning from the age of two years:  Ninety-six percent (96%) and 
95% of Dutch mothers and fathers respectively; and 89% and 74% of American 
mothers and fathers respectively.  Most also favor the government subsidizing such 
a program.  Regarding universal child care, 100% of Dutch fathers and 96% of 
Dutch mothers felt that the government should provide it and help subsidize it (95% 
and 89% respectively).  Interestingly, but consistent with the results throughout this 
study, only 63% of American fathers felt the government should provide universal 
                                                 
54
 This is discussed in detail in Chapter 5 
55
 Interestingly, Dutch mothers often resemble American fathers regarding their answers to the 
Crittenden tenet questions while Dutch fathers tend to answer similar to the American mothers. 
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day care for working parents whereas 89% of American mothers felt this way.  
However, 74% of American fathers and 85% of American mothers felt the 
government should help parents subsidize day care.  The idea that child care is a 
private matter to be tackled by the family without intrusion from the government 
comes out in the American fathers’ answers; but it should be duly noted that the 
majority of American mothers favored the idea of universal child care.   
 
3.6.15  Quality of Life 
 
 Mothers and fathers in each culture filled out six subscales of the World 
Health Organization’s Quality of Life Questionnaire instrument (Bonomi & Patrick, 
1997; de Vries & van Heck, 1995). The six (out of 24) subscales were chosen based 
on their applicability to family and work issues as well as general feelings of quality 
of life.  These six facets of quality of life represent the parent’s evaluation of his or 
her functioning in that particular area of life.  They are:  general quality of life and 
general health; positive feelings; self-esteem; negative feelings; working capacity; 
personal relationships; social support; financial resources; and participation in and 
opportunities for recreation / leisure.  Some of the items had reversed scoring (to 
control for response set) so that, in the final analysis, higher scores equated with a 
higher rating for quality of life on all facets.   
 On every facet except for “self esteem”, Dutch parents rated higher levels of 
quality of life both when cultures were compared and when genders were compared 
separately.  However, not all rating differentials reached significance level.  
“Overall quality of life and general health”, “positive feelings”, “negative feelings”, 
“social support”, and “financial resources” facets showed Dutch parents held 
significantly higher scores denoting a better self-evaluation on their quality of life.  
(All ratings can be viewed in Appendix II)   
 The findings on the WHOQOL instrument are consistent with the findings 
on both the Parental Leave Inventory and the face to face interviews where Dutch 
parents rate higher levels of satisfaction with their lives as working parents.  One 
Dutch father summed up quite aptly the importance of quality of life:  “The Gross 
National Product does not equal a country’s wealth.  The expression of wealth of a 
country is more an expression of the wellness of its people.”    
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3.6.16 Conclusion 
 
 Five main themes regarding what helps parents most comfortably combine 
work with raising young children became apparent in the qualitative interviews:  the 
importance of job flexibility; the accessibility of quality day care; the support of the 
partner, the support of the employer; and the existence of paid parental leave 
schemas (which includes paid maternity, paternity, and additional child care leaves).   
Dutch parents are more satisfied with their government’s role in providing 
for families.  The majority of American parents are extremely dissatisfied with their 
government family policies. Yet American parents (specifically, American fathers) 
are also more ambivalent about government involvement in family life.       
When working full-time, working in the public sector for both men and 
women makes a greater difference in their ability to juggle employment with caring 
for young children:  for American parents, working in the public education sector 
and, for the Dutch parents, working in the public sector in general.  Flexible 
working hours, summer holidays and breaks that match the child’s school breaks 
were viewed as critical in helping American parents combine their full-time 
employment with their caregiving.  Likewise, these factors alongside generously 
paid parental leaves (in the Dutch case) and having the understanding of co-workers 
(who were mentioned as predominantly women) made it possible for Dutch parents 
to juggle the two.   
Both cultures showed that three quarters of working mothers felt work 
interfered with their ability to breastfeed and, despite the Dutch having a longer 
maternity leave and a shorter recommended ideal length of time for breastfeeding, 
both the Dutch and the American mothers quit breastfeeding because of difficulties 
in combining it with their employment.56 
Both cultures had fathers who rearranged their work schedule to be the 
“home alone” primary caregiver one or two days a week (father care days), but the 
Dutch culture had more fathers making this shift.  Those fathers who did not change 
their schedule to take a larger role in caregiving held stronger traditional sex-role 
attitudes (especially American fathers) but were also more preoccupied with the 
                                                 
56
 Scandinavian countries who have longer paid parental leave periods report longer breastfeeding 
periods (TNO, 2005).   
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well being of their child and worried more about being a good parent; they also 
rated higher levels of family salience than fathers who had father care days. 
 There is a significant difference in the family policies in each country.  The 
results of this study show that there is also a significant difference between Dutch 
and American working mothers and fathers’ attitudes and beliefs concerning their 
respective country’s family policies.  American parents overwhelmingly feel that 
the only federal family leave policy they have to speak of, the FMLA, is doing very 
little to meet the needs of working parents.  By contrast, Dutch mothers and fathers 
are, for the most part, pleased with the new legislation passed by their government 
over the last 10 years regarding parental and family care leaves.  Still, Dutch parents 
would like to see even more employer and government support for fathers taking a 
more active role in caregiving.   
An American mother reported that her employer offered what she 
considered a “generous” maternity leave57.  She related her thoughts on what she 
perceived the state of affairs to be regarding U.S. family policies for working 
parents:  “There is a general feeling in society that becoming a parent is not very 
important and not just becoming a parent but parenting—just doing our job—is not 
supported in any way, in any of our systems, from health care to day care to 
parental leave.  My company has done a much better job lately through the Human 
Relations department where they offer programs that support you as a parent but I 
don’t think there are a lot of jobs that offer that.  To offer flexible schedules, job 
sharing, working out of the house—bottom line, more flexibility—…so a woman or 
man [can]make a choice for what is right for their family”.  An American father put 
it less politely when he said, “I think it would be great if our government mandated 
[a six month paid parental leave to be divided as you wish between mother and 
father].  It would be hard on the economy for a while, but it would be an 
unequivocal gesture that we actually give a shit, that we actually cared about kids.  
We talk about family values…these people are not pro-life, they are pro-birth 
because once they’re born, there is no support”.  
By contrast, one Dutch father working in the private sector wished for 
longer paid leaves for fathers in particular and said, “There needs to be longer and 
more paid leaves provided by the State.  Now there is really no choice, it is the 
                                                 
57
 She had 12 weeks paid leave and indeed it was generous compared to the other American mothers 
in this study. 
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mother, I mean it is almost directive.”  But he continued with, “But I think on the 
whole, if you compare to other countries, we have got it great here and you just 
need to find your own balance.  The things that you wish for are already extensions 
of good things”.    
It seems that Dutch parents have more opportunity to tackle gender equality 
issues while American parents, due to working full-time with very little flexibility, 
are still struggling with basic needs such as maintaining health care insurance and 
raising children with whom they feel they spend inadequate amounts of time.   
This study gives credence to the argument that the Netherlands is indeed 
moving toward a new welfare state typology more in line with the social democratic 
type of the Scandinavian countries; that is, a goal for universal employment which 
is buffered by social policies provided by the social partners (government, trade 
unions, employers) that help protect the family outside of market forces.  On the 
other hand, the data on U.S. families reveal a continuation of the liberal welfare 
state regime organized around market forces; men and women continue to live in a 
high degree of commodification.  As Crittenden (2001) surmises, “If the law reflects 
a society’s values, then family law in the United States says that child-rearing is a 
second-class occupation” (p. 138). 
It is not surprising that the Dutch parents show higher scores on quality of 
life measures.  These statistical results consistently support the results from the 
Parental Leave Inventory as well as reinforce what parents had to say during their 
face to face interviews.  These data support the argument that parents juggling 
raising children while maintaining employment need the support of family, 
community, and government.  The Dutch government has far more regulations in 
place to help protect and provide for working parents with young children.  The 
United States government, on the other hand, has a long way to go.   
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Chapter 4 
 
Implications for Gender Equality in Fathers Who Give Care 
 
 
“The ongoing ‘masculinization’ of women’s biographies may, via policy, find a 
parallel in a more ‘feminized’ male biography… [p. 21].  We must conclude that 
true gender equality will not come about unless, somehow, men can be made to 
embrace a more feminine life course.” (p. 95). 
 
--Esping-Andersen (2002), Why We Need a New Welfare State 
 
 
 
4.1 Introduction 
 
 “Get with the times:  fathers are taking more part in the child care work.  
You have the ‘old boys’ network’ in a sense and you still see that clings to 
conservative types of how families work.  It is still the father who earns all the 
money and the woman who takes care of children and the family.  That is not so 
anymore.  In growing numbers, both parents work and both do assist in the child 
care and the house work.”   
 A Dutch father described thus the changing times during his interview.  
According to him, gone are the days of the traditional male breadwinner / female 
caregiver division of labor.  Today, he feels, is the era of the dual earner / dual 
carer, two parent families who “do it together”.  Although this is not the case by any 
means when you look at the research on divisions of paid and unpaid labor in the 
Netherlands, it is important to note that this father, along with many other Dutch 
and American fathers described in this chapter, do perceive a change taking place 
where employment and domestic roles are more equally shared between mother and 
father.   
 Women have begun to see necessary protection against discrimination based 
on their role or potential role as mothers with the passing of maternity leave 
legislation in many countries (e.g., ILO, 1999).  But the biological difference in men 
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and women which is the basis for maternity leave should not be used to justify 
excessively protective measures which may act against women’s interests in the 
work place.  The biological role must be protected but policies must take into 
consideration that the constraints associated with that biological role concerns only 
a limited period of a woman’s working life.  This should be differentiated from the 
raising and caring of children which can be shared by both men and women.  In this 
vein, since the 1990s, more attention has been given to Western European fathers 
taking on a greater role in caregiving responsibilities.  This has been largely driven 
by parental leave reform (see chapter 2) and new government sponsored campaigns.  
This legislation has made a significant difference in the fathers take up rates of 
parental leave in those countries (Brandth & Kvande, 2004; CBS, 2005; Dekker & 
Ederveen, 2005; Haas, 2003, 2000).  It is hoped that fathers taking an active role in 
caregiving early in the child’s life will encourage fathers to remain active caregivers 
and thus enhance gender equality.   
  
4.2 Caring fathers in the United States and the Netherlands 
 
In the Netherlands, while there is no “use it or lose it” clause as in the 
Nordic countries, the Dutch parental leave policy is applied equally to mothers and 
fathers (although it is mostly mothers who take up parental leave) (e.g., CBS, 2005; 
Dekker & Ederveen, 2005).  The Dutch government, in an effort to increase gender 
equality and further the cause of emancipation, has implemented a campaign 
encouraging fathers to take a greater role in caregiving (Knijn & Selten, 2002).  
Moreover, Dutch part-time parity laws have made it so that fathers who decide they 
have the option for part-time work and part-time care are able to make those 
changes without fear of losing their job or employment benefits.   
The U.S., on the other hand, is lacking in both legislation and campaigns 
encouraging fathers to take a bigger role in caregiving.  Welfare “reforms” have not, 
for the most part, been accompanied by programs aimed at helping parents.  U.S. 
policy aimed at supporting parents has been limited to ostensibly gender neutral 
policies such as the 1993 Family and Medical Leave Act and the Earned Income 
Tax Credit, but support from these measures is highly dependent on class.  There 
are no U.S. supportive measures specific to men’s role in caregiving.  Rather than 
an emphasis on fathers taking a greater role in caring for their children, welfare 
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support is gained through employment:  pensions and health care benefits are the 
result of the nature of a citizen’s employment history (Orloff & Monson, 2002).  
Families are considered a private affair and State intervention is strongly 
discouraged.  Where the U.S. state does intervene is in the case of unmarried fathers 
paying cash support for their children.  With the welfare reforms (i.e. cutbacks) of 
the 1980s and 1990s also came legislation penalizing unmarried fathers who did not 
pay sufficient support for the care of their children (Orloff & Monson, 2002).  As 
has always been the case, U.S. legislation and campaigns concerning men as fathers 
has been in terms of cash and not care.   
Prior to the 1970s, men were primarily sole breadwinners while women 
were the sole caretakers. While more women joined men in the labor market, there 
has not been a movement for men to decrease their paid working hours in order to 
increase their responsibilities in caregiving.  So the change has been from single 
earner family to dual earner family but not from single carer family to dual carer 
family.  The two-career family consists of the father having one career and the 
mother having two careers.  
Despite the fact that the Netherlands has implemented fewer policies 
supporting fathers’ caregiving role than the Nordic countries, and despite the fact 
that the U.S. government has placed little to no emphasis on men’s ability to give 
care other than in terms of providing materially for their child, this study found a 
significant number of fathers from both cultures making changes in their schedule in 
order to take on a greater role in caregiving.  What is the nature of these fathers’ 
caregiving practices?  Does their role enhance the opportunity for gender equality in 
the divisions of paid and unpaid labor?  Are fathers committed to maintaining a 
more active role in caregiving throughout their child’s upbringing?  Do family 
welfare policies contribute to constructing a more active type of caring father?  And 
does it enhance a man’s satisfaction with their role as father?  Content analysis of 
fathers’ interviews shed light on the answers to these questions in terms of how 
these fathers describe their care practices, what they say enables them to take on a 
greater role in caregiving, and how they feel about it.  
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4.3  US and Dutch Caring Fathers in This Study 
 
As discussed in Chapter 3, 38% of Dutch fathers taking father care days 
(“papa dagen” or “zorg dagen”) did not change their work schedule in order to do 
so.  But an additional 38% of Dutch fathers did change their work schedule either 
by changing their working contract to part-time or maintaining full-time status but 
rearranging their working hours through parental leave.  Forty-two percent (42%) of 
U.S. fathers changed their work schedule to include one or more father care days 
during the week where they were the home alone primary caregiver.  The ability to 
work part-time correlated strongly with the presence of father care days for 
American fathers; education level correlated with father care days for the Dutch 
fathers.  These findings are consistent with prior studies on fathers who care both in 
the U.S. (e.g., Casper, 1997) and in the Netherlands (e.g. Duindam, 1997).  
Interestingly, family salience, preoccupation with the child, and traditional sex-role 
attitudes correlated negatively with the presence of father care days for the 
American sample. 
 
4.4  Two Types of Fathers’ Caregiving Practices 
 
Brandth and Kvande (2003) interviewed Norwegian fathers after their 
parental leave reform initiated the “father quota” where fathers have 8 weeks of 
paid parental leave that is not transferable to the mother.   In their interviews with 
Norwegian fathers, they describe two types of caring fathers, “home alone” and 
“home but not alone”.  Fathers who are “home alone” with their children are the 
primary caregivers while the mother is back to work full-time.  Fathers who are 
“home, but not alone” are taking part in caregiving but they do so alongside the 
mother who either works part-time or is home simultaneously.  Throughout their 
interviews, these two types of fathers spoke about their caregiving practices quite 
differently.   
“Home Alone” fathers described a “rationality of care” referring to an 
understanding of the needs of the child that comes from taking total responsibility 
of caregiving tasks; this understanding, they said, came from the amount of time 
they spent as the only caretaker of the child over time.  It was “quantitative time” 
and not “quality time” that made the difference.  In fact, these fathers were critical 
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of the adage “it is quality time that matters with the child, not quantity”.  They grew 
to believe the exact opposite was true.  This “quantitative time” as “home alone” 
caregiver was felt to be the determining factor in making them the good fathers and 
the good caregivers they perceived themselves to be.   
“Home but not alone” fathers spent time in the caregiving role but as an 
adjunct to the mother’s role in caregiving.  The father perceived himself to be the 
“supporter” of the mother, where the mother continued to act as the father’s 
“translator” of the child’s needs.  The fathers in these cases did not develop the 
same type of relationship with their child and their care practices were not as based 
on “knowing” the child.  These fathers were described as being more comfortable 
with older children where children can verbally communicate (using words) their 
needs themselves. 
  In this study, there was also a clear distinction within both cultures in the 
way in which fathers spoke about their caregiving practices.  According to the 
qualitative interviews, two types of care become evident.  The distinction that 
seemed to make the most sense in the data on American and Dutch fathers might be 
termed “Home Alone” fathers and “Home Alone Traditional” fathers.  The first type 
of care described by fathers had to do with “care work” with emphasis placed on the 
word “work”.  They described their care day(s) not just as “fun” days with their 
children but days where they did the diapering, the cooking, the cleaning, etc.  
These fathers were very emphatic about the description of their role as caregiver as 
involving work and not play.  They wanted the interviewer to demarcate their role 
not as a special “daddy day” (or “papa dag”) but as a “care day” (or “zorg dag”) 
which, to them, connoted domestic unpaid labor and care.  The second type, “Home 
Alone Traditional”, has to do with fathers having a special “daddy day” each week 
with their child, a time in which they were able to play more with the child or take 
the child to a special place like a park or a museum or a zoo.  If the child had 
reached pre-school age or, in the case of some American parents, attended day care, 
these fathers would have the responsibility of taking care of them both before and 
after day care or preschool.  This sometimes was a day where the mother was at 
work all day or part of the day.      
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4.5 Home Alone versus Home Alone Traditional 
 
 During his interview, a Dutch father described adjusting his work schedule 
to permit one full day of the week to be a day he was home alone with his child.  
When asked if he considered this a “papa dag” [“daddy day”], he replied, “For me, 
that word is a bit strange; for me, it is a child care day and not just a special day.  
It’s for the cleaning and the diapers and the feeding and the child care”.  When 
asked if “papa dag” connoted a negative experience for him, he answered, “For me, 
it places it in some ‘special day’ but for me it is a normal day of the week; it is just 
normal, it does not have to be an explosion of attention for the father.”   
 Throughout the father care day, the “Home Alone” fathers directed their 
focus of attention on the caregiving role as well as domestic responsibilities.  They 
combined meeting the child’s needs with completing domestic tasks such as 
shopping, cleaning, and cooking.  In these families, child care and housework were 
described independently by both mother and father as being shared equally or that 
the child care and housework was shared but the father actually did more of it than 
the mother.  In other words, these fathers shared equally or took on a greater role in 
unpaid domestic labor and caregiving that has been traditionally done by women.  
As one American mother dubbed it, “he is an exceptional domestic engineer”.  This 
corresponds to Brandth & Kvande’s (2003) “Home Alone” fathers.   
 There were also fathers who, while taking father care days, did not describe 
combining the caregiving role with other domestic tasks.  Although they were home 
alone with their child58 while the mother was away at work, these fathers’ attention 
was mainly on child care.  Or, in the case of some American fathers, if they worked 
from home as opposed to the office their attention was shared between child care 
and completing tasks for the company with whom they held employment.  In these 
cases, some fathers used day care or pre-school care services or extended family as 
substitute caregivers for some part of the day they were home with the child.  These 
American fathers still described taking father care days because they were the ones 
to bring the child to and from substitute care.  In both cultures, these fathers 
described their time alone with their child as special “daddy time”.  The extra time 
with the child was perceived by these fathers to be both for the father as well as the 
                                                 
58
 In some families, there was more than one child needing care; but for the sake of clarity of writing, 
I use the term “child” throughout as opposed to “their child or children”. 
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child.  They described this time as their “papa dag” or “daddy day”.  I have used the 
term “Home Alone Traditional” to denote this type of caregiving by fathers since 
this does not correspond exactly to Brandth & Kvande’s (2003) “Home, but not 
alone” who were fathers taking care alongside mothers who were also home.  
 
4.6  Home Alone 
 
In the case of the Dutch sample, 10 of the 16 fathers who took father care 
days fell into the “Home Alone” category.  Eight of these 10 fathers worked part-
time (less than 35 hours per week) while the mother worked part-time as well. The 
remaining two fathers worked 36 hours in 4 days per week; in one of these two 
cases, the wife worked 40 hours per week and earned a higher salary than the father; 
in the other case, the wife worked 32 hours per week but commuted one hour from 
home each way while her husband worked 5 minutes by bicycle from his 
employment, so the amount of time she was away from the house totaled more than 
40 hours while his was less.  So, in essence, all 10 of these Dutch fathers either 
worked part-time or they spent fewer hours at their employment than the mother.  In 
the 8 cases where the father worked part-time, both the mother and the father 
independently described their divisions of domestic responsibilities and child care 
as equally divided or as the mother and father sharing the work but the father doing 
more of the housework and/or child care.  The phrase that came up again and again 
in the course of interviewing these Dutch couples was “we do it together”.   
 A Dutch father described having experienced a work “burnout” which led to 
his taking a prolonged sick leave from his employment (over 1 year).  He explained 
this sick leave as a blessing in disguise because it gave him the opportunity to be 
“home alone” with his children as primary caregiver.  It was the quantity of time he 
had home alone as caregiver that changed his outlook.  When asked if the amount of 
time he was able to take off work helped him feel successful in combining work and 
care, he reported, “I feel I am the father I want to be because of that, yes, but 
especially experiencing how it has influenced my attitude towards caretaking and 
upbringing considerably, and the part of being more at home and getting a different 
feeling for the children and visa versa.”  He went on, “I found it very rewarding 
and the children, it was very natural for the children to ask for either mom or dad; 
dad most of the time isn’t at home and they naturally turn to the mother, but it was 
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very clear that the more I was at home, the more naturally spread the load and 
spread asking for attention.”  The special bonding was created out of quantity time 
not quality time, just as the Brandth and Kvande’s (2003) Norwegian fathers 
reported.  This particular Dutch father felt so emphatic about his transformation 
toward caregiving, that he stressed the need for all fathers to take extensive parental 
leave (1 year full-time parental leave or part-time for 2 years).  This way, he 
thought, they could come to know that quantity time makes a difference in the 
relationship with the child that restricted quality time does not; quantity time creates 
a different kind of bond with the child, changes the outlook of the father in 
combining work and care, and helps the emancipation processes for the mother. 
 Responsibility for care and equality in the ability to take care were stressed 
by these Dutch fathers, almost in moral terms.  For example, one father said, “We 
are both responsible for having a baby and we are both responsible for its 
upbringing and you should play your own role” which is “both taking an equal part 
in the upbringing of your child and in the care of the home as well.”  Another Dutch 
father stated, “I’m more profoundly convinced that parents should not work 5 days 
or more.  I think if you are a parent, you have a responsibility to be a parent and be 
with your children.”   
When asked what needs changing in employers’ attitudes and in how work 
is organized to make it easier for parents to combine work with caregiving, these 
fathers talked about the need for governments and employers to recognize that the 
father has equal rights to share in the burden (and joy) of care.  Sharing the care 
work was perceived as a “normal” state between mother and father that naturally 
followed from having children:  “I think it’s normal that both parents share the 
responsibility and I think if you want to have children you both have to take care 
and you want to take care of the children.”  Yet, what was perceived as “natural” to 
these Dutch fathers is not a natural state of relations between mothers and fathers 
taken as a whole, neither in the Netherlands nor in the U.S.  Taking on caregiving 
practices that involved quantity time seemed to create in these fathers an attitude 
shift that seemed to almost naturalize them to the caregiving role; this then led them 
to proclaim the need for emancipation both for women but also for men in terms of 
caregiving rights.      
  In contrast to the “Home Alone” Dutch fathers whose care practices both 
created changed attitudes towards equality in care and also helped balance unpaid 
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and paid care work between mothers and fathers, American fathers’ caregiving 
practices created a gendered role reversal of paid and unpaid work.  Three (out of 8) 
American “home alone” fathers had wives who worked full-time; in two of these 
cases the wife was the primary breadwinner; in the third case, the husband and wife 
had equal career positions, and it was unspecified as to who earned a higher salary.  
But the fact that the father took on an equal or greater role in unpaid domestic labor 
was a function of the mothers’ needing to or choosing to be the primary 
breadwinner.  So reversed gendered traditional divisions of labor were created.   
In one American family, the father reduced his full-time job to part-time 
after the birth of his first child but before the baby reached one year of age.  It was 
decided that he would become a stay-at-home father while his wife moved into the 
sole breadwinner position.  What followed was a typical description of how stay-at-
home mothers usually express their situation, only in this case, it was the father 
saying it:  “It’s a full-time job just getting them ready [in the morning].  Before I 
had children, I had some friends that would not come out and do stuff and I didn’t 
understand why…now I do.  I’m not even sure my wife understands truly what it 
requires.”  When asked about his perceptions regarding his work identity, he said, 
“I don’t have an identity based on my job anymore.  I kind of don’t have an identity 
right now.  My identity is my kids right now.  I kind of feel weird about it.  I am not 
the norm.”   
In these “home alone” fathers’ American families, gender equality was not 
reported by the mother or father as a by product of these fathers’ greater role in 
caregiving tasks.  On the contrary, while these American mothers described being 
very grateful for the husband’s “supportive role” enabling them to have the career 
they had, these mothers also described feeling like they were missing out on the 
ability to spend more time with their children.  For one American mother, the most 
important aspect helping her to combine work with family life was that her husband 
worked from home and so was with the children all day, everyday; however, later in 
her interview, she explained, “I feel like I don’t see them at all now that I’m back at 
work full-time.  I’m not giving care at all.  I wish I were home more.  But it was a 
matter of balancing finances.”  Another mother said the time and pressure 
demanded by her professional career took away from time with her child and she 
questioned, “I’m not sure if a life with this kind of pressure is what I want 
anymore.”   Likewise, while these American fathers were grateful for the amount of 
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time they spent in child care work, stating that it enriched their life, they also 
reported conflicts with career goals.  One father described a “career clock” as well 
as a “biological clock” and explained how the amount of time required in unpaid 
caregiving conflicted with this “career clock”:   
“Because she is older now, now I feel less accomplished because of the time 
I take to care for her; not because of the time I take to be with her, but to 
care for her.  Things that shouldn’t take a lot of time, take a lot of time—
getting her shoes on, brushing her teeth—so there is that frustration that is 
generated from banal activity that end up taking much more time than they 
should.  Sometimes I feel I could be much more successful in my work if my 
daughter could be more efficient in her daily tasks.  There is a different kind 
of commitment that comes with them getting older, so the potential conflict 
with the [work] schedule is there.”  (emphasis his). 
Both American mothers and fathers continued to feel ambivalent about the balance 
of work and care and to feel conflicted about the time they spent in each.  This was 
mainly an effect of combining caregiving with full-time work.   
  However, what did materialize in the case of both American and Dutch 
“Home Alone” fathers was the recognition by these fathers that caregiving entailed 
work, time, and a tremendous amount of stamina.  For example, in the quote above, 
the father spoke of the time it took for his child to brush her teeth or put on her 
shoes.  Not only was the bonding with the child reported to be “different” for these 
fathers, but their experiencing of the “burden of care” was described as well.  Both 
the burdens as well as the joys of caregiving were reported.  In fact, these fathers 
were quite emphatic in stressing that their caregiving time, while enriching and even 
life changing for them in positive ways, was not “fun time” or “free time” but rather 
was definitely “work”.  All of these fathers reported that it was easier and “more 
relaxing” to work in their employment than to take care of children.  A Dutch father 
explained, “I think it’s harder to stay at home than have a job.  You are constantly 
wandering around saying don’t do this, don’t do that, eat this eat that. At work it’s 
different.  You know what you need to do and you just do those things and at home 
you are constantly improvising.  You need to be focused like all day 100%.  At your 
work, you are able to take your rest at different periods of time.” 
The idea of “daddy day” was insulting to these fathers.  A Dutch father 
explained his criticism of the connotations in “papa dag”: 
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“I think it’s devaluing. So they said, ‘ooooh, it’s so special, ‘papa dag’’—it’s 
like [fathers] are only doing nice things and they are not taking care of the 
children. They are doing nice things with them [laughs], but you are just 
taking care of the children as the mothers are doing.  I would call a ‘papa 
dag’ where you are not as much involved in the upbringing and the child 
care and you are realizing you need to pay extra attention and you go to pay 
special attention to the children and you are going to have a papa dag….But 
at work I recently called the Friday a “Zorg Dag”, a care day.  Because you 
don’t have leave as if it is a holiday; in general at work they say, “oh you 
are not working, you are free”.  Well, no you are not free; you have a care 
obligation; it is a care day.  Recently I realized calling it a “care day” is 
what it really is.  It helps me because it orients me more to the care part; it 
is not my day, it’s the day I have to do things for the children and the 
household; and if there is some spare time coming up, great I can do this or 
that, but that is rare and that is a gift when that happens.  But it makes it 
easier to enjoy the day being oriented that I am there and I am there for the 
children.  And it gives me more pleasure being oriented that way, than to say 
that ‘ok it is my care day and I have to take care of the children and ok, I’ll 
do that, but I want to do some things for myself also.’  It’s great if there is 
the possibility to do some things for yourself but it’s not…you shouldn’t be 
oriented that way.  Calling it a “care day” gives more expression to the idea 
behind it; that you take your responsibilities in that part of life too…that you 
take your responsibilities seriously, it’s not something you do alongside it.  
It’s expressing how you view…how you stand in life…how you view how 
things for yourself should be in the community. 
 
4.7  Home Alone Traditional 
 
 There are important differences in the interview material with fathers who 
have clearly made an investment in sharing the care and housework as compared to 
those fathers who were definitely interested in spending more time with their child 
but whose commitment to an equal division of care and housework was not 
paramount.  There were also important differences in the amount of time these 
  120 
second type of fathers spent actually doing care and housework compared to the 
mother’s investment of time.   
In the Dutch sample, all the fathers taking father care days in the “home 
alone, traditional” type—where the mother remained primarily responsible for 
housework and / or caregiving (6 out of 16)—worked full-time while the mother 
worked part-time.  Although these Dutch fathers were home alone one or two days a 
week with their child, they did not take an equal role in housework; rather, it was 
reported by both mother and father (independent of one another) that, although it 
was perceived that the mother and father shared equally in the caregiving role, the 
mother remained primarily responsible for the housework.  In the case of American 
“home alone, traditional” type fathers, 5 out of the 8 changed their schedule to 
accommodate father care days so they could be more with their child but did not 
take on an equal role in housework.  Rather, the divisions of labor in these homes 
remained the traditional “mother as primarily responsible for housework” model or 
“mother as primarily responsible for housework and caregiving” model.  What is 
interesting is that, even in the cases where the American mothers earned more 
income than the fathers and worked more hours in their employment, the divisions 
of labor in terms of housework remained traditional. 
Home Alone Traditional fathers’ interview material did not include an 
emphasis on the work involved in caregiving practices or an emphasis on quantity 
time.  Rather, special time between father and child was described as fun time, play 
time, and bonding time:  an American father said, “Me being at home with her 
makes a big difference because of the fun things I can do with her.”  Importantly, 
the attachment to the child was still described as different from having only 
weekend or evening time to see their child.  Attachments were described as more 
connected and the bonding stronger.  
While there were statements concerning the importance for “parents” to take 
an active part in child care, there wasn’t the moral emphasis on the father’s 
responsibility to share an equal role with the mother in the care and housework.  
And it should be duly noted that these fathers more often mentioned a lack of 
employer support for their role as fathers.  One of these Dutch fathers said, “You 
can read between the lines, if you use parental leave, it will be used against you”.   
In these cases, culture was described as “male”, “conservative”, and “traditional”.  
They described “old school” mentalities in corporate culture where “women stay at 
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home and men rule the world”.  One American father who said he spent two days 
working from home to be more with his child stated, “Fathers taking more part in 
caregiving will never happen in our lifetime”.  He was pessimistic that, if policies 
were enacted to help enable fathers to take more of a role in caregiving, men would 
abuse it as a holiday rather than as a “leave to practice” childcare.   
One Home Alone Traditional Dutch father was CEO of a large company he 
helped to found.  Although he took a ‘papa dag’ each week, he believed there were 
“natural” differences between men and women that made division of unpaid labor 
unequal:  “If you look at the household, this one or friends or whatever, the natural 
thing that is happening in those households is that even if they say ‘well, we do it 
together’ and it’s split in half, always the women are feeling more pressure and 
responsibility for the whole thing, for the house, and that will be affecting their 
careers and their jobs”.  Unlike “Home Alone” fathers who described an equal 
division of labor as being a “natural” and “normal” way of relating that only needed 
the space of a supportive environment to unfold, these “Home Alone Traditional” 
fathers described a pessimism about changing gender roles to create more equal 
divisions of labor, either because of traditional attitudes of companies, traditional 
attitudes of society, or because nature just didn’t build men and women that way.   
 
4.8  Organizational Culture and Family Policies 
 
After having experienced caregiving roles decisively different from the 
typical weekend fathering that the majority of fathers, in general, continue to 
practice, all of the “Home Alone” and “Home Alone Traditional” American and 
Dutch fathers emphatically stated that they would not go back to the traditional, 
full-time, five day a week work week.  They reported it would “diminish” the 
quality of their parenting and the quality of their life.  They also reported that they 
only became aware of these feelings after having experienced a greater role in child 
care.  They said that, if faced with a decision to remain at their current employment 
but only if they worked 5 days a week, they would rather quit and seek out other 
work that would offer them the flexibility to remain working less than five days a 
week in order to be more at home and continue their caregiving practices.   
Sheridan (2004) finds three main factors involved in explaining why men do 
not work part-time as much as women do.  The first is at the level of the individual.  
  122 
Using feminist theorist Nancy Chodorow’s theories in her 1974 book, The 
Reproduction of Mothering, Sheridan argues that men are culturally raised to be 
more independent of the social spheres of ‘relationship’.  The role of mother as 
primary caretaker is seen as perpetuating a model where men separate from 
caretaking whereas women attach to it and thereby replicate caretaking.59  Men 
derive their identity in large part from their work outside the private sphere of 
“relating” (i.e., family life).  Men are, in essence, raised to be independent, 
competitive, leaders, decision-makers, and providers.  The second factor delineated 
by Sheridan relating to men’s absence from part-time work is at the social level (a 
macro-extension of the individual level).  The social level acts to support and 
perpetuate at the cultural level the gender stereotype of male as rational thinker, 
independent breadwinner, placing their role in higher occupational levels within the 
public sphere.  The third factor is at the organizational level.  Organizations are 
structured around a gendered model and saturated with male values.  Valued work is 
that done by men while the woman supports his ability to do it by “manning the 
home-front” in the subordinated role of stay at home wife/mother.  Organizations 
reward and promote patterns of working that have traditionally been male 
dominated such as full-time or more than full-time work schedules.   Job 
commitment is seen as a function of “presence” and “long hours” so that career 
minded persons cannot, by definition, be part-time workers.  Managerial positions 
are constructed to be possible only with a full-time work status.  Part-time work is 
socially constructed as inferior in terms of commitment, ability to perform, 
productivity level, and promotion levels (and hence, pay potential).  Part-time jobs 
are usually “female” jobs—that is, something that meets the relational needs of 
women (e.g. the ability to take care).     
 In the Netherlands, where the option to reduce working hours is legally there 
for these fathers, working part-time was not a worry.  Dutch fathers described 
feeling relaxed about considering reducing working hours.  For example, after 
having used parental leave to reduce his hours to 3 days a week (from four days), 
one Dutch father said he was considering more and more reducing his contract 
permanently to 3.5 days a week.  Another Dutch father explained, “I want a job that 
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 Carol Gilligan’s (1982) work also discusses the male’s social conditioning toward independence 
and separatedness as a way of understanding the self while the female is socially conditioned to 
understand the self in terms of relationship. 
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perfectly fits into this [caregiving] time frame I have between bringing him to child 
care and collecting him and I want the work to be done in this time.  Before I 
worked regularly at night and at home, and I didn’t care about that, but now I want 
it to be reduced to this time.  And if I think of searching for another job [my first 
concern is] does it fit into my family life”.   However, some fathers noted status quo 
conservatism in organizational culture that acted as a barrier for fathers wishing to 
reduce hours or rearrange work schedules when child care responsibilities 
demanded such changes.  They spoke of “silent codes” and “unwritten rules” where 
promotions or job security would be threatened if they requested, for example, 
parental leave.60 
American fathers, on the other hand, stressed the continued need to find a 
comfortable balance between work and family.  They believe a work/life balance is 
severely lacking in American culture.  Some of these fathers held as responsible for 
this problem the policies, regulations, and attitudes of both the government and the 
employers.  Others were more general believing American culture or American 
society as a whole needed to change.  “When you’re at the office, you are the 
property of the organization you work for and you are not even allowed to think of 
children and family.  It’s not so much laws have to change, it’s more our way of 
thinking.  You have two main things in your life, work and family, and they need to 
be combined more cohesively so both of them cannot put stress on the other.”   
Another American father found that balance was hard to achieve because of 
the American cultural emphasis on production wherein raising children is not 
considered part of the output that matters:  “People are paid a lot in this country as 
opposed to other countries, and there is a lot of pressure to earn more….  I think the 
problem is that so many people think production is the bottom line and is the 
standard by which everything is judged.  We are supposed to produce and produce 
and produce and at the same time we are supposed to be reproducing and that 
creates some real problems.”  These American fathers perceived a lack of societal 
support for anything but their ability to bring in income for the family and produce 
output for their employer.  Their role as father, therefore, is centered on cash and 
not care just as their government’s policies regarding their role as father continues 
to remain centered on cash and not care.    
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 This silent code is discussed at length in chapter 5. 
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The Dutch fathers, on the other hand, clearly felt they were part of a matrix 
of cash and care, and both the government and the employer, although not perfect, 
tended to perceive not only the worker side of these men but also the caring side:  
“Being a father myself and experiencing it, it’s not a separated thing, it’s a 
combined thing; and my view is [companies] have to manage the combined thing 
and not only that you are at your job and you are a colleague and it’s only work we 
have to deal with—no, he is a colleague but he is a father and he has children and 
we have to deal with the totality of that person; and that way, appreciation for the 
person more as a whole, not only the work part.”   Because of this perceived 
support, Dutch fathers believed that more and more fathers were choosing to work 
part-time (or full-time but only 4 days).  One father reported that his company had 
almost equal numbers of men and women, 40%, choosing to work part-time.  Part-
time work for fathers, it is perceived, is becoming the standard by which Dutch 
fathers’ caring capacity is becoming judged.     
 In part, it is the Dutch welfare state that creates in these fathers the 
perception of solidarity for their roles as workers and as carers.  One father’s use of 
disability leave ended up giving him a life changing experience where the time he 
spent at home forever changed how he viewed child care and also turned him 
forever against the 5 day a week work week.  The Dutch policy on parental leave is 
what allowed some of the caring fathers described above to move from five days a 
week work to 4 days a week work; after doing so, these fathers used the part-time 
work regulation to permanently reduce their hours.  As one father put it, “In this 
country, taking care of your children is a very good reason not to be at work.”  
Dutch welfare policies help protect the family and both the mothers and fathers 
ability to take care and this, in turn, influenced their perceptions of work:  “I would 
feel really bad if I hadn’t these options, I would feel work as a prison.”  Disability 
leave, sick leave, care leave, parental leave, emergency leave, and part-time parity 
created an opening in which fathers could step through as caregiving fathers. 
“Especially when you are sick, you know there are regulations, I have certain rights 
to take care of my child…it gives you ‘gemoedsrust’ [peace of mind]….  Your life 
becomes easier when you have the idea of more options.” (His emphasis). 
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4.9  Conclusion 
 
The United States does not have a government mandated paid parental leave, 
and so fathers who wish to take an active part in caregiving do so using other 
strategies.   There is little to no systematic research on American fathers and their 
role in caregiving mainly because policies are focused on the fathers’ ability to 
provide materially for their children and families.  Fathers’ active participation in 
the labor market is considered the key.  Even in split homes, the government role is 
focused mainly on the father’s paying cash support, not in giving care.   
 The Netherlands is somewhere in between the U.S. and the Nordic countries 
in terms of policies aimed at encouraging fathers take an active role in caregiving.  
They have a universal parental leave policy that is applicable to both mothers and 
fathers, although the parental leave is not universally paid so take up rates are low 
among fathers (e.g. CBS, 2005; Dekker & Ederveen, 2005).  They also have a part-
time law which makes it possible for fathers to reduce their hours; so if they decide 
to combine work with family care responsibilities, they can do so using this strategy 
as well.  The amount of hours spent in employment by mothers and fathers in this 
Dutch sample seemed to be a determining factor in how fathers proceeded to use 
their father care day time.  In the Dutch cases, where mothers and fathers both 
worked part-time, or where the mother was away longer hours than the father 
(although both worked full-time), the fathers became “domestic engineers”61 and 
juggled equal or more amounts of housework and care work with their employment.  
The quantity time in child care made the difference.  In these Dutch families, 
sharing equal roles in caregiving responsibilities was mentioned by both mothers 
and fathers independent of one another.62  However, in the Dutch cases where the 
father worked full-time while the mother worked part-time, more traditional 
divisions of labor were reported by both mother and father independent of one 
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 It is interesting to note that the phrase “domestic engineer”, which seems to upgrade the status of 
caregiving, was used by a mother only when describing her husband as caregiver.  
62
 An interesting finding that became apparent without any direct question alluding to it was the fact 
that those families who reported to equally share in the division of care and housework also had 
hired housekeepers weekly or biweekly; these families were higher income and more educated.   So 
the more equal the divisions were felt to be between the mother and father, the more often there 
seemed to be a third class of substitute workers, either for care or for housework.  Implications for 
this type of “outsourcing” creating a third class of substitute carers or domestic workers should be 
duly noted. 
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another.  In these families, mothers continue to take on the primary role in 
housework, even though child care was reported as shared equally between mother 
and father due to the fathers’ special “papa dag”.  Fathers who spent equal time 
caring for their children reported that it was hard work—harder than their regular 
job—and that they didn’t realize how hard it was when only the woman in their 
lives did this work. 
 In terms of gender equality, it is important to keep in mind these two types 
of care described by fathers.  If women are going to be unloaded of their double 
burden of paid and unpaid work, more fathers need to move in the direction of the 
“home alone” fathers.  This means that both welfare policies and organizational 
culture need to take into consideration a father’s ability to make “quantity time” and 
take on more responsibilities surrounding care so that they may have more 
opportunity to share the load with mothers if that is what they both desire. 
Even if welfare state policies began to support gender equality in the United 
States, and even if they continue supporting gender equality goals in European 
countries such as the Netherlands, changing organizational culture is necessary for 
gender equality to be achieved.  Studies like this one show that, in general, women 
who become mothers as well as men who become active fathers beyond the 
occasional care day or the “home alone traditional” type of caregiving practices, hit 
“maternal walls”—obstacles that hinder one’s ability to successfully integrate work 
and family life (e.g., Aveling, 2002; Cuddy, Fiske, & Glick, 2004; Fuegen, Biernat, 
Haines, & Deaux, 2004; Williams, 2000).  These maternal walls are constructed 
from gender stereotyping in unpaid and paid work roles.  The next chapter analyzes 
this phenomenon.   
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Chapter 5 
 
The Parenthood Wall  
 
 
 
 “To be a good career woman, a good worker, working full-time, to be a good 
mother, it is impossible.”   
--Dutch mother 
 
“I feel as though I’m not as good as a teacher and also I’m not a quality mom.  I 
have those feelings that I’m a mediocre teacher and a mediocre mom and a 
mediocre wife because I don’t have the time to devote to any of those things to make 
myself feel successful.”  
--American mother 
 
“On the one hand, you have this tendency that all women should work and, on the 
other hand, if you are a mom that you should stay at home.  This is not reality, but 
it’s like black and white:  if you are a working mom you are bad, you are a bad 
employee and you are a bad mom.  So you can combine them but people will always 
judge you.” 
--Dutch mother    
 
“Even if women are as skilled, clever, or talented as men, competitively placed 
employers will rationally prefer male to female workers if they expect that women, 
and not men, will experience a productivity decline due to births.  And if the cost of 
interruptions is wholly or even partly allocated to employers, then the gender bias 
will obviously strengthen.”   
--Esping-Andersen (2002), Why We Need a New Welfare State, p. 89. 
 
 
 
5.1  Introduction 
 
 Traditional divisions of labor in work have been challenged over the decades 
through equal opportunity policies and anti-discrimination legislation which 
ostensibly support a gender neutral approach to employment.  In addition, especially 
in the last two decades, more and more countries have challenged traditional 
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divisions of unpaid labor by enacting parental leave policies which take a proactive 
approach to encourage men to take on a bigger role in caregiving (see Chapter 4).  
Furthermore, the Netherland’s universal right to part-time work opens more doors 
for men and women who wish to choose to more evenly integrate their work and 
private lives.  The end result has been more women in the labor market (e.g., 
Europa, 2004; OECD, 2002; U.S. Dept. of Labor, 2004) and, at least in the northern 
Western European countries, more men beginning to take a greater role in 
caregiving (e.g., Brandth & Kvande, 2003; Hobson, 2002; Haas, Allard, & Hwang, 
2002; O’Brien, 2005).   
This study has shown parental leave policies and part-time work policies in 
the Netherlands have indeed made a difference in terms of parents combining their 
employment with caregiving responsibilities in a more gender equitable way.  This 
study also has shown that U.S. policies have yet to be implemented in a way that 
offers real opportunities for parents to make the kinds of choices they prefer, let 
alone to focus on gender equality issues at home and at work.  Yet, in both 
countries, organizational norms that value paid work over unpaid work have caused 
a silencing of many men and women’s wishes to more evenly integrate their 
employment commitments with their family commitments.  Mothers and fathers run 
into a “wall” of employment norms that define the ideal worker as someone who 
works full-time (indeed, overtime) and who can move if the job “requires it” 
(Williams, 2000).  Men and women report silent codes or even blatantly stated 
biases from their employer discouraging them from taking family leave or cutting 
hours (e.g., Crittenden, 2001; den Dulk et al., 2004; Williams, 2000; Rapoport, 
2002).  Parents who attempt to choose a more integrated life between their jobs and 
family time (for example, by reducing working hours) describe being marginalized 
in their careers; still other parents report feeling forced to marginalize their time 
with their families (e.g., Crittenden, 2001; Williams, 2000).  And the rhetoric of 
choice is used to rationalize this marginalization:  “you chose for the family and 
now you have no career” or “you chose for the career and now your family suffers”. 
What needs to be acknowledged is the fact that work and family life are 
connected spheres.  That the current way market work is defined continues 
traditional gender divisions of labor in both employment and family.  It still 
assumes the traditional model of single breadwinner (male) who has access to a full-
time caregiver (female).  But this traditional family model is now a minority in most 
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countries; it has been replaced by the dual earner family (or, especially in the U.S., 
by the single parent family63).  Since this masculine norm continues to dictate 
organizational work culture, men and women run into obstacles that prevent them 
from being able to truly exercise free choice in terms of their lifestyle preferences 
(e.g., Crittenden, 2001; Haas, Hwang, & Russell, 2000; Rapoport, et al, 2002; 
Williams, 2000).   
Some parents in this study changed their employment contract from a five 
day per week schedule to a three or four day per week schedule and rationalized the 
consequences to their career as acceptable.  These parents reported not having 
career goals to begin with, or they reported having changed their attitude in general 
toward employment from a passionate, ambitious career employee to “not that 
career driven” or “not ambitious anymore”.  For these parents, putting in their hours 
and doing their work efficiently was important but not at the sacrifice of time with 
their children.  Their chosen combination of work with family time resulted in job 
demotions or marginalizations that were acceptable to them because, as one mother 
put it, “I didn’t really have any goals anyway, something like, ‘I want to be 
something major’”.   However, for many other parents, their wishes for their careers 
were severely modified or all but stamped out once they became parents and not 
because they wished it so.  Over half of the parents interviewed reported facing 
discrimination or marginalization at their jobs after they transitioned into 
parenthood. 
This chapter is about those mothers and fathers who try to combine market 
work with family work but run into walls constructed by a long standing tradition of 
masculine norms that define the ideal worker as someone who works 40 or more 
hours a week all year long without interruption.  Thus, one American mother said, 
“I don’t think we are going to get people to be compassionate and empathetic and 
to empathize with your needs as a parent.  I just think it’s one or the other in our 
society:  you are either all in your job or you don’t come back to work.”  These 
norms perpetuate a system which still assumes a single breadwinner’s wage 
supported by a marginalized caregiver’s time.  Since over 90% of women will 
become mothers at some point during their working lives, and currently over 40% 
of workers are caring for children under 18 years of age, current cultural and 
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 In the U.S., nearly one-third of family households are headed by a single parent (Childstats.gov, 
2005; Clearninghouse, 2004). 
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organizational  norms regarding market work and family work must change if 
gender equity is to be realized (Williams, 2000).64  Furthermore, the argument that 
family policies will favor parents over non-parents does not take into account that, 
at some point, nearly half the workforce will be engaged in caring for elderly 
parents, partners, or other family members who are ill (Drago & Williams, 2000; 
Wisensale, 2003).    
 
5.2 The Maternal Wall 
 
Joan Williams, an American law professor and researcher on discrimination 
and biases against caregivers, has written about the “maternal wall” in Unbending 
Gender: Why Family and Work Conflict and What to Do About It (2000).  The 
maternal wall represents overt and covert gender discrimination mothers and fathers 
face in their employment due to caregiving responsibilities. Overt discrimination is 
when a mother or father is unlawfully terminated or demoted due to their 
engagement in family care.  Covert discrimination comes in the form of the gender 
stereotyping men and women face once they become parents (e.g., Fuegen, Biernat, 
Haines, & Deaux, 2004; Williams, 2000, 2003).  She delineates two forms of gender 
stereotyping.  “Descriptive stereotyping” is when the employer assumes that men 
and women are endowed with characteristics which make them more or less 
amenable to certain social roles; so, a woman would be judged as more warm and 
caring and better able to take on the caregiving role whereas a man would be judged 
as more competent and agentic and better able to take on the ideal worker role.  
“Prescriptive stereotyping” is when the employer expects men and women to take 
on traditional gender divisions of labor where the man does not do caregiving work 
and the woman does not partake of paid work once they become mothers and 
fathers; so, when an employer sees a female job applicant as a potential mother who 
will become a primary caregiver (and therefore incompetent, undependable, and/or 
uncommitted), they are prescribing a discriminatory stereotype to them.  She also 
describes “competence assumptions” which refers to the bias that women who are 
mothers cannot maintain the same (or better) levels of competence in their work.   
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 These figures are for the U.S. population, but they are similar to other western industrialized 
countries.   
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These types of discriminatory stereotyping (maternal walls) hit fathers as 
well but only those fathers whose employment patterns become “encumbered” by 
parenthood.  Studies have shown that men gain in perceived warmth and maintain 
their perceived competence ratings when they become fathers (Cuddy, Fiske, & 
Glick, 2004; Fuegen, Biernat, Haines, & Deaux, 2004).  However, as soon as a man 
attempts to go beyond the occasional doctor visit or daddy day by, for example, 
requesting a flexible work arrangement or a parental leave, he may experience 
maternal walls even more harshly then working mothers (Williams, 2005). 
Williams (2000) delineates three changes that must occur if gender equity is 
to be realized.  First, she calls for the elimination of the ideal worker norm so that 
organizational work does not assume someone working full-time (and overtime) 
without interruptions all year.  Second, she calls for the elimination of the ideal 
worker norm in family entitlements principled on the idea that the ideal worker 
“owns” his wage.  She explains that this rule is inappropriate given that the ideal 
worker’s wage is the product of a two adults: one working full-time in market work 
and one working full-time (or mostly full-time) in caregiving work.  And finally, 
she calls for changing the discourse around gender so that new feminist coalitions 
may be built up that do not incite divisions among women:  she calls this 
“reconstructive feminism”.65  These changes, she offers, will help create, for all 
working individuals, better chances to fulfill their work obligations (and career 
goals) without jeopardizing the health and well-being of their families.   
This study undergirds Williams’ documentation and argument that maternal 
walls exist for many mothers and fathers, even when (as in the case of the 
Netherlands) universal parental and care leave laws exist.    
 
5.3 Babies Don’t Mesh with Business 
 
Welfare state familiy policy (such as paid maternity leave, parental leave, 
and care leave), in part, aims to protect individuals in their transition to parenthood.   
Those countries that do not offer such policies, for example, universal paid 
maternity leaves, allow an environment wherein mothers sometimes have to choose 
                                                 
65
 Divisions are formed, she believes, as a result of “domesticity”:  a system that supports the “ideal 
market worker” and devalues the family worker.  Thus, women who perform as ideal workers are not 
“good mothers” and mothers who perform as caregivers are not “valued workers”.   This creates 
“gender wars” between women over proper gender roles.     
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between basic health needs and financial security.   Universal paid maternity leave 
made a difference to the Dutch mothers interviewed in terms of financial stress, 
psychological bonding with their baby, and basic physical recovery from childbirth.  
American mothers who did not have the reassurance of paid maternity leave 
reported jeopardized health, income, and job security (see chapter 3).   
Because the United States’ welfare state regime relies on market work to 
provide for the needs of families (Esping-Andersen, 1990; 2002), when the market 
fails to provide for the needs of women about to have a baby, many problems arise.  
First, maintaining employment in the face of a pending birth proved to be a very 
difficult task especially for the single mothers interviewed in this study.  Like many 
states in the U.S., Michigan is an “at will” employment state.  That is, employment 
is presumed to be at the will of the employer and an employee can be terminated 
without cause.  Of course, being fired because you are pregnant or about to have a 
baby is illegal in the U.S. based on sex discrimination statutes.  But because an 
employer can fire their employee “at will”, it is very hard to prove a sex 
discrimination case based on pregnancy.  And even in those cases where a woman 
was obviously terminated from employment because she was pregnant, most 
women cannot afford to bring a law suit.  The result is women continuing to be 
terminated from employment on the basis of pregnancy.  Even though there are anti-
discrimination laws making dismissal due to pregnancy illegal, it is commonly 
understood that employers can fire a female employee because she is pregnant.   
Thus, in this study an American single mother said she was fired right as she 
was about to go on maternity leave:  “[my supervisor] didn’t hide the fact that it was 
because I was going to have a baby.”  Still another low income single mother said, 
“I thought a place could fire you if you were pregnant if they wanted to.”  So long 
as employers are able to fire at will, gender inequities will continue to be 
perpetuated in the workforce.  Employers of middle and low income workers know 
that most employees will not have the financial means to challenge a dismissal.  
Further, if an employer does not contest unemployment benefits, a terminated 
employee may have even less motivation to legally challenge a wrongful 
termination.  If the U.S. changed its twelve week family leave act to include a 
mandated paid maternity leave for all working mothers, one large maternal wall 
currently preventing American mothers (especially low income working mothers) 
from taking adequate time after the birth of a baby could be brought down.   
  133 
While the U.S. Family and Medical Leave Act (FMLA) supports job 
protected leave, almost half of workers in the U.S. are not eligible (see chapter two).  
Of those families that are eligible, most families that need job protected leave (such 
as low income families and single mothers) cannot afford to use it because it is 
unpaid.  All but one of the low income American parents interviewed in this study 
didn’t even know about FMLA.  When they were told about it, they stated that it 
would be inaccessible to them in any event because it is an unpaid leave.  One low 
income mother said, “This is the first I’ve heard about it.”  With her first child, she 
returned to work one week after giving birth.   She went on to describe her current 
situation:  at eight and a half months pregnant with her second child, she was 
working in a fast food restaurant:  “I’m down to 20 hours now; my job put me out of 
work last week because they said I’m a liability.  [My employer] says he doesn’t feel 
comfortable with putting me on the schedule right now because he doesn’t know if 
I’m going to have the baby this day or that day, which I can understand, but he put 
me out of work and I don’t know if he is putting me back on the schedule or not and 
I’m going without pay.”  At a time when she should have the time and space to think 
about the pending birth of her baby, she’s worried about maintaining her livelihood.  
If FMLA was a paid leave she could be eligible for, she said, she could get her 
health and house “in order” upon having the baby and before returning to work. 
 The expectation that the ideal worker makes a commitment to employment 
as their number one priority, even over that of their family, hits the single parent 
harshest.  Single parents are usually the sole breadwinners as well as the sole 
caretakers of their children.  Either one or the other role gets marginalized as it is 
impossible to do both simultaneously.  For low income single mothers, often it is 
the role of caregiver that gets marginalized.  One mother interviewed spoke of 
working 50-70 hours a week just to maintain her management position which was 
supporting herself and her four children.  Her “maternity leaves” lasted 2-3 weeks, 
at which point, she returned to a new job, after having been fired for taking the 2-3 
weeks in the first place.  When asked at the onset of her interview to describe her 
maternity leave, she answered:  “Zero paid time….  The employers fired me every 
time.  My income source was some unemployment and then my family…. I had to go 
back to work; I had no choice.  It caused physical problems but I had no choice.  
My kids needed things, I had to work.”  It is clear that a lack of paid maternity leave 
allowing for a woman’s body to heal and her emotional state to readjust to 
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employment routines causes problems for many low income American women in 
terms of health, emotional stability, financial stability, and employment stability 
(e.g. Heymann, et al, 2002) (this, of course, does not include the specific issues of 
bonding, breastfeeding, attachment, ect., which are interfered with due to lack of 
time).  
In their interviews, Dutch parents sometimes mentioned their understanding 
of American attitudes and practices regarding family leave.  Knowing that this study 
involved a comparison between Dutch and American cultures on parental leave 
policies (and with the obvious recognition that I was an American researcher), some 
parents were quick to express their perceptions and criticisms of “the American 
way”:  one Dutch mother said, “I have friends in America and you have to go to 
work right after you get off the delivery table, and they don’t like working and they 
get sick…yes, I think the [Dutch maternity and parental] leaves are good and 
helpful, and if I didn’t have any [leaves] I don’t think I would have survived.  I 
would have been a mental case if I did not have time to recover.  You need to 
recover; [giving birth] is like being run over by a train; that is how it feels.”  
Unfortunately, her perceptions ring true for many American single mothers.   
 Dutch single mothers, on the other hand, reported fewer worries than these 
American single mothers.  This is understandable; the Dutch system’s mandatory 
maternity leave policy provides all working mothers 16 weeks of fully paid 
maternity leave.  Financial resources, thus, are not compromised due to the birth of 
a baby.  One mother described how having this paid time off work helped her after 
she gave birth to her first child: 
“It gave me the chance to get into the breastfeeding more.  I think if I had to 
return back to work like one or two weeks after the birth, there was just no 
way I would have been able to continue breastfeeding for five or six months.  
So absolutely that part.  It gave me a chance to relax and think about how 
we wanted to put this child into the world.  I think another thing about the 
[paid leaves] is that they give you the chance to be with the child without 
having to feel guilty that you are taking time off work and you’re making life 
more difficult for others and you’re calling in sick and you don’t have to feel 
scared that you are going to lose your job.” 
These Dutch mothers couldn’t imagine having children without having a minimum 
16 week full paid leave; indeed, universal paid maternity leave has been 
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“naturalized” in the Netherlands to the extent that, when asked, Dutch mothers 
cannot think of not having this time because, they report, “it is natural to have this 
time”.  Dutch mothers described a comfort level not experienced by American 
mothers that came from knowing their maternity leave was fully paid and for a full 
16 weeks.  One Dutch mother said, “You can’t take money away from people 
because they have children….People would go back to work earlier if you take 
money away from them and I think that would be bad for the baby and the mother.”   
 
5.4 Child care walls 
 
 While fathers have enjoyed the benefits of having the mother perform most 
or all of family responsibilities--whether married or unmarried--mothers are 
destined to hit the wall of the masculine ideal worker, which assumes they will have 
a “wife” or “mother” to perform the family work while they work full-time and 
extra hours “as needed” by the organization.  When full-time day care falls through, 
either because the child becomes ill or even because the day care provider becomes 
ill, those parents not having a foolproof backup plan hit another maternal wall:  they 
are forced to leave work and take care of their children.  American parents know 
there is a risk of losing their job when their family’s needs conflict with the needs of 
their employer especially when the employer does not question but rather buys into 
the status quo (male) ideal worker norm.  A single mother described having to leave 
her job:   
“My children were at a school that was pretty far away [from my work], and 
my shifts varied everyday but I was always working beyond the time they 
were done with school; my brother was supposed to pick them up from 
school but one day the school called me and said no one was there to pick 
them up and they were threatening to call Child Protective Services on me if 
someone wasn’t there to pick them up.  So I left my job to go and get my 
kids.  I wasn’t about to lose my children over a job that was paying $5.75 an 
hour.  They said that if that happened again, then there were going to fire 
me, so I just left.” 
She, along with all of the American single mothers interviewed for this study, 
emphasized that employers need to be more understanding and more flexible with 
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working parents whose children become ill or who have other unforeseen 
emergencies.     
Another single mother told her story of being fired repeatedly because she 
needed unscheduled time off when her child became ill and could not go to his 
regularly scheduled day care:  “If something happens in your family, there should be 
some type of compensation because this was an act that was unforeseen.  If they 
would go by what the employees think and feel, we would stay at the job a lot more.  
I’m sorry but the reason why I’ve left my job is because they treat me like crap 
when something happens with my kids over and over and over again;  they would 
fire me and it’s like, ‘This is something I can’t control’ you know.”  When asked if 
she felt discriminated against because she was a mother, she replied, “Ya, and I 
think it’s one of the main reasons why they don’t want to hire me is because they see 
the gaps in my employment.”  Although ubiquitous in low-paid, low-skilled jobs, the 
risks associated with needing unexpected leave from work for child care related 
reasons hits middle class parents, but probably not as often.66  A middle class 
American mother reported being fired by her employer because she “took too much 
time off” for the care of her child.  She recounted the story of when her day care 
closed because there was a gas leak; she had to leave work unexpectedly to pick up 
her child:  “I didn’t have time to arrange anything else.  So too much time off is why 
they fired me.”   
 It is striking to compare this American single mother’s experience to a 
Dutch single mother’s experience concerning unplanned absences related to child 
care: 
“I think if your organization takes care of its employees the employees take 
care of the organization.  That is the most important thing.  Sometimes it’s 
very small things;  for example, the last three weeks I was ill and when I 
wasn’t ill, my daughter was ill, and my manager called me in and said, 
“how are you?” and I said, ‘well I’m alright’ and she said, ‘can I do some 
shopping for you?’…you know, just thinking about your employees--that is 
so very important, it makes it easy to come back [to work].  Once I had a 
cold, and I brought my daughter to day care and then the day care said, 
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 This is because more semi-professional jobs will more often have personal time off or sick leave 
benefits.  Although, because many states do not mandate that parents have the right to use their time 
off this way (see chapter 2), parents frequently lie to their employer, calling in sick themselves when 
in fact, it is their child who is ill. 
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‘well your daughter has a fever’ and my manager said, ‘go home, there is 
nothing more important as your child’ and those things I think are very 
important.  I think that maybe it makes a difference that she is a mother too; 
but I must say I had before a man in charge, and when my father had 
cancer, he said, ‘Go home, nothing is as important at your family, go home, 
don’t hurry yourself, take your time’ you know, and I think that is so 
important.  And that also makes you feel that people care for you.  And that 
can’t be described in a rule or in a law but it makes it so much easier for 
you knowing that you are important to the organization and that there are 
things that are more important than that organization.” 
The Dutch welfare state policy on care leave provides working parents a minimum 
of ten paid days a year time off when a family member is ill or in need of care; they 
also have “emergency leave” paid time off; moreover, in 2005, the Dutch added an 
additional “long care leave” which allows time off in order to care for a dying 
relative.  This allows Dutch working parents needed flexibility without the worry of 
losing income or job security. One Dutch father described it:  “In this country, 
taking care of your children is a very good reason not to be at work.”   
 While the Dutch welfare state has care leave policies in place, this only 
helps to solve part of the problem.  Many Dutch parents still experience 
discrimination in the work force based on their attempts to integrate family life with 
work life. 
 
5.5 Sympathetic Versus Unsympathetic Employers 
 
Creating official care leave policies along with the creation of flexible work 
environments gave many Dutch parents the feeling that employers care about the 
employee not only as a worker but also as a person with a private life.  The issue of 
the “sympathetic employer” made a difference to these parents:  if they experienced 
an employer who allowed them time when unexpected family needs arose, they felt 
“understood” and cared for.  These parents reported enjoying their work more, and 
perceived themselves to be more efficient and creative employees.  This finding is 
consistent with the abundance of research showing employers who are sympathetic 
and supportive to their employees’ private responsibilities result in more and better 
quality productivity, less turnover, and more satisfaction between employer and 
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employee (e.g., Fluter-Hoffmann, 2005; Haas, Hwang, & Russell, 2000; Holt & 
Thaulow,1996; Rapoport, et al, 2002).  Employees themselves report becoming 
more efficient as a direct result of “the sympathetic employer.”  Thus, one Dutch 
mother reported a male colleague’s observation of her work approch, “I think you 
can do in the two hours your child is asleep what it takes me the whole day to 
accomplish”.    
Even though this was not always realized by their employer, parents from 
both cultures felt their transition to parenthood enhanced their job productivity.  
Parenthood for them was viewed as an asset, a “skill”, which not only required 
flexibility, but also added creativity, multi-tasking, and better human relations to 
their job performance.  Importantly, the majority of parents stated they were more 
efficient, better workers after they became parents.  Some American low income 
parents described it as a function of doing everything in their power to keep from 
being laid off or terminated because they were parents now and had to look after not 
only their livelihood but the also the livelihood of their children.  Others said they 
were more efficient as a result of needing to “work their way up” to a higher 
position with a better salary so they could provide their family with a better standard 
of living.  Middle and higher income parents reported working more efficiently so 
as to get the work done so they may get home “on time” and spend as much time as 
they could with their children.  All in all, this efficiency at work resulted in self-
perceptions that they were more productive workers producing better quality output 
for their employer.   
 Despite the obvious benefits from employers supporting parents in their 
family roles, many parents from both cultures experienced their employer as 
unsympathetic to their family responsibilities.  Interestingly, this finding was 
gendered.  Even though mothers as well as fathers described being more efficient 
and better workers, it was only mothers who reported being treated as if they were 
no longer capable of being committed and productive workers once they had 
children.  They described being treated as if they now lacked “commitment”, 
“passion”, “ambition”, and they even felt they were treated as if they were “stupid”.  
One Dutch mother said, “I think what would be helpful is for [employers] to know 
that when you have a child that doesn’t mean that you get stupid because a lot of 
people think that if you have a child that your interests are in your child and not in 
your work anymore, at least that is what I experienced at the university.”   
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Cuddy, Fiske, & Glick (2004) showed that, when working women became 
mothers, they lost perceived competence but gained perceived warmth; working 
men who became fathers, on the other hand, gained perceived warmth and 
maintained perceived competence; and working women who were childless were 
perceived as competent but “cold”.  They also showed employers have less interest 
in hiring, educating, and promoting working mothers as compared to working 
fathers or childless women.  Fuegen, Biernat, Haines, & Deaux (2004) studied 
hypothetical job applicants with identical resumes except for the mention of 
whether they were a male or female with or without children.  Results showed that 
fathers didn’t have to be as qualified as mothers to get hired.  Moreover, mothers 
were judged less favorably than childless women and men.  Parental status, on the 
other hand, made no difference in the promotion rates of men.   
Interviews with Dutch and American mothers in this study showed that these 
mothers experienced the same biases.  Thus, a Dutch mother who worked as a 
professor and researcher at a prestigious university said of her own situation, “If you 
are a working mom you are bad: you are a bad employee and you are a bad mom; 
so you can combine them but people will always judge you.  But that’s only when 
you are a woman.”  She went on to describe a male professor whose research 
happened to involve working fathers who take part in caregiving.  She said of him, 
“He is ‘The Part-Time Dad’ and if you are a dad and you are working part-time 
and taking care part-time and everyone is like, ‘oh they are great parents and great 
fathers’ and the department loves them.  And I am there four days a week and it’s 
like, ‘hmmmm, well you are not very committed to your work and it’s a problem to 
have a meeting with you’…I mean it is such a segregation.”  Because of gender 
stereotypes, women are expected to perform more caregiving behaviors to be seen 
as “good mothers” while men are held to lesser standards in terms of the caregiving 
role; so when a man performs some (but fewer than women) caregiving behaviors, 
he is perceived as a “good father”; when a woman performs caregiving behaviors, 
she is perceived as less committed to her job (Fuegen, Biernant, Haines, & Deaux, 
2004).  
Corporate culture in both countries was often criticized for its “maleness” 
and this “male culture” was often the rational given for having had unsympathetic 
employers.  Over and over again, parents reflected on the “male” culture; that is, the 
culture that was supposed to have disappeared a generation ago wherein husbands 
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were single breadwinners earned a family wage and had the luxury of a full-time 
housewife taking care of all the domestic needs and raising the children.  Cross-
culturally, employers were perceived to have no awareness that a demographic shift 
had ever occurred.  A full-time working American mother described taking her baby 
to work with her because her day care provider had been in a car accident that 
morning.  She went into work with her baby and explained needing to miss work 
that day to her employer; she reported that he became very angry and demanded she 
call her mother in law who lived 2.5 hours away or told her to quickly find another 
day care to “stick” her baby in.  She remembered, “He yelled at me with my baby in 
my arms.  I never recovered from that—four years and we never got along—I hated 
him every day since.  I always thought that if he was a woman none of this would 
have happened.”  She later stated, “People who aren’t parents don’t seem to care.”   
A Dutch mother who worked in academia reported her work/family conflicts were 
partly due to having male colleagues who “don’t have an understanding”.  A Dutch 
mother who worked as a psychologist said, “I think that if you are a parent it’s hard 
to have a job that you have to work five days a week…I think it’s all very cultural 
and very male…I think children are the victims of that.”   Another Dutch father 
working in information technology reported his supervisor warning him that 
working four days instead of five “would not be a wise decision” in terms of his 
career; he rationalized in his interview, “The IT industry is still a very male culture.” 
Employers who were female or who were parents themselves were much 
more often perceived as supportive by both American and Dutch parents.  It was felt 
they understood the demands of family life that only personal experience could 
bring.  When parents reported conflicts surrounding integrating their employment 
demands with the demands of their private lives, they felt it was the result of 
traditional (male) norms in how work is organized.  Thus, one Dutch mother 
explained working in a male company:  “It was all very male, all of my colleagues, 
and I didn’t feel support from them and yes, it was one of the reasons I left my job”.  
Another Dutch mother was asked if becoming a parent affected her career.  She 
replied, “With my first job, yes, it was mostly a male company.  With my second job, 
no, and it is mostly a female company.”   When some women felt marginalized in 
their employment at their perceived “male company”, they quit and went into “a 
more female company”, one that understands that the demands of private life require 
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flexibility.  This partly explains why employment sectors are so often segregated by 
sex—horizontal sex segregation.   
One U.S. national study found that those employers with working spouses 
offered more support and created more “family friendly” work policies than those 
employers who had stay at home wives; and a U.S. study by the Families and Work 
Institute reported that women found male employers with stay-at-home wives the 
most difficult to work with (cited in Williams, 2000).  This comparative study 
confirms that these findings continue to manifest today; moreover, they are manifest 
cross-culturally.  A Dutch mother reported that, during her pregnancy, her employer 
was “very unfriendly” and tried to convince her to find another job at three days a 
week because, he said to her, “…you won’t like [working] and you will want to go 
down to three days anyway so why not just do it now” because, he reasoned to her, 
“my wife stayed home after she got children.”  This is a good example of 
prescriptive gender stereotyping. 
 Williams (2000) has reviewed studies showing that nine out of ten men in 
higher level management corporate positions in America have families that include 
a stay-at-home mother.  Whereas 90% of men in top level positions have children, 
only 30% of women in these high positions have children.  Williams cites one 
American study that found that it is more likely now for men in top level positions 
to have a stay-at-home wife then it was ten years ago.  However, when women are 
in the executive positions, they are much less likely to have a stay-at-home husband.  
The American mother who took a job as a senior level medical faculty member at a 
research university did so only after her husband quit his job and became a stay-at-
home father; as he said in his interview, “I am not the norm”.67  What is much more 
likely to happen is that those married women with children who are in top level 
management positions have spouses who also work full-time.  Men may have the 
luxury of having a full-time family caregiver at home but women do not.  
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 In fact, he said he didn’t even feel he had an identity anymore because he was not employed.  He 
loved being the primary caretaker at home, but he was uncomfortable, feeling like he no longer 
“belonged” with society anymore.  Gender stereotyping works both ways.   
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5.6   Occupational Sex Segregation 
 
A Dutch mother working as a journalist talked about her experiences 
returning to work after having had her first baby.  She had to fight for her 
management position even though it was technically job protected.  She was told 
that her younger, male colleague who had been called in to substitute for her during 
maternity leave was doing her job “perfectly” so why should she want her position 
back?  She said to her employer, “Of course he is perfect and I’m glad he is perfect 
but now I’m back and I want my job back.”  After sticking to her guns, she did get 
her position back but also reported that she decided to quit her parental leave before 
it was half way used up because of this incident with her employer.  She explained 
what she learned from this experience:    
“I’m talking about myself in the classical sense of what can happen to you 
when you are working and become a mom.  If you are talking about 
emancipation, there is this expression about women not being able to get 
these managing positions in companies—we call this a ‘ceiling of glass.’  I 
hit the glass ceiling. My manager wanted me to be like a man.  He didn’t 
accept me being a worker who is working differently and being positive 
about me…I feel like I’m in a very classical situation…like I now know what 
women are talking about”. 
Caregivers from both cultures described this “glass ceiling” which, after 
documenting numerous cases cross-culturally from both fathers and mothers, might 
be more accurately termed “the parenthood wall”.   
Numerous patterns of gender stereotyping have produced stigma associated 
with the use of parental leave or flexible work arrangements (e.g. den Dulk, 2004; 
Williams, 2000).  Cross-culturally, these patterns remain embedded in today’s 
organizational culture.  Even though many American and Dutch parents had 
strategies to take leave (through official parental leave or care leave in the Dutch 
cases and through paid time off or sick leave for American parents for whom this 
option was available), most of these parents that felt taking time from work to meet 
family needs created pressure, including ostracism, in their work environment.  
With some mothers and many more fathers, this caused parents not to choose to 
make use of their right to take leave, even though they would have liked to take it.  
And while the Dutch Adjustment in Working Hours Act (allowing workers to 
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reduce their hours without losing benefits or job security) also has made a 
difference to mothers and fathers,68 some Dutch parents still reported that reducing 
hours resulted in being fired from their job or losing opportunities for promotions.  
Furthermore, cross-culturally, reducing from full-time to part-time work 
disadvantages men and women financially; because women make up the majority of 
temporary and part-time work force in both the U.S. and the Netherlands, they are 
the ones disadvantaged the most.  There is a large gender gap in economic 
independence largely because of this reason:  women (and more often mothers) are 
less involved in paid work, work less hours, and earn less money and this hold true 
both in the U.S and in the Netherlands (e.g., Bookman, 1995; Lopez-Claros & 
Zahidi, 2005; Plantenga, 2005).  Furthermore, Williams has shown that, while the 
wage gap has slightly decreased over the years between men and women in general, 
it has increased with mothers (Williams, 2000).  
An American mother reported being docked seniority in her position 
because she made use of her right to FMLA.  She rationalized, “They bumped my 
seniority and they could do it because it was written in the contract.  A lot of people 
chose not to take the full 12 weeks of FMLA because you are docked seniority.”  
American and Dutch fathers, too, reported being told by their employers that 
making use of family leave would reflect “badly” on their review or it would hurt 
their chances for being promoted.  Regarding parental leave, one Dutch mother 
confessed of her male colleagues, “Most men don’t even ask for it, they wouldn’t 
dare.”  A Dutch father explained the silent code: “You can take [parental leave] but 
you can read between the lines, if you use [it], it will be used against you; it’s quite 
hard to put your finger on it, but it’s there…you have the feeling that the willingness 
of the company is not there.  You know it will be very hard to get the normal 
working relationship if you take it.”   
Another Dutch mother explained having “sensed” from watching other co-
workers request parental leave that her employer frowned upon making use of it.  
She explained, “They won’t say it directly, but that is what I sense…especially when 
you have a certain position, like I am head of department, and they say you can’t do 
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 Dutch mothers have always tended to reduce their working hours to part-time after having 
children.  This study found that even some single mothers, who do not have access to an “ideal 
workers” wage (i.e., a male breadwinner) were able to reduce their working hours in order to spend 
more time with their families.  Dutch part-time parity has made it possible to reduce hours and still 
maintain job security and basic benefits such as health care.   
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that in less than four days a week.  They are not stimulating [family leave] at all.”  
She confessed not making use of her right to parental leave so she would not 
“jeopardize” her position.   
After Dutch mothers returned from their maternity leave, more than a few of 
them who had been working in managerial positions faced job demotions.  One 
Dutch mother described being urged to move to a lesser status position upon her 
return from maternity leave because she would not be “strong enough” to maintain 
her management position.  She seemed to let the company off the hook when she 
rationalized, “I was the first one in that company who became pregnant and had a 
child.  So they were in shock and they didn’t know what to do with that.”  Even 
though she reportedly loved this job, she ended up quitting and taking a lower 
salaried, less prestigious job, one that offered her the ability to work three days a 
week as opposed to four.   
Another mother explained that she went from manager to assistant manager 
because she used her parental leave to move from a 38 hour, five day per week 
schedule to a 36 hour, four day per week schedule.  She was later involuntarily 
placed on “non-active status”.  She reflected:  “It was not my choice to be out of 
work and I really need to work and it was not my decision to have no career.  I was 
more or less pushed into this position when I had the first baby, so I was a little bit 
irritated that I was the one to lose it all because we [her and her husband] have 
children but I suffer.  And, of course, it is in most cases that the women suffer the 
most.”  She was placed on non-active status after her employer told her she could 
not do her job in four working days.69  She reported:  “They said that you could not 
do that with the type of job I had which I think was not true; they just didn’t want to 
support me to do this.  So I was going to go to part-time but then right when my 
maternity leave ended they said they were ‘reorganizing’ and put me on a non-
active status.  When I was doing a lot of complaining about this, saying that I knew 
more than the man who they chose to replace me, and I was better qualified, they 
said that if I had chosen to stay full-time, then I would not be the one let go. I 
worked part-time because I had children and because I worked part-time I was 
fired.”  This is indirect discrimination in the terms of the laws on equal treatment 
and she knew it; but she chose not to call in the law because, as she explained, she 
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 This is a good example of the competence assumptions in prescriptive gender stereotyping. 
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would win the case but her working relationships would be destroyed in the process 
and they would eventually fire her anyway based on “irreparable working 
relations”70.  This case example represents the clear bias toward the “ideal worker” 
male norm and the well-built walls—or rather, fortress—protecting it. 
 
5.7  The Career Clock & the Biological Clock:  Ticking Women Out of Tenure 
Track Positions 
 
Strikingly, seven out of seven mothers who worked in academia (two of 
whom were Dutch, the remaining five American) described changes—sometimes 
subtle sometimes not so subtle—in their work environment once they became 
parents reflecting the gender stereotyping and bias reported in other studies (e.g., 
Cuddy, Fiske, & Glick, 2004; Williams 2000, 2002).   
Two mothers faced demeaning paternalistic criticisms from their employers 
who insisted that getting pregnant was an “irresponsible” act if they wanted a career 
in academia; these cases also represent good examples of prescriptive stereotyping.  
One American mother held a tenure track faculty position in a prestigious research 
hospital.  When she told her employer she was pregnant, he said to her, “That is too 
bad; you had such a promising career.”  She described the discriminatory message 
that she was letting down her department by “getting pregnant” not as a covert 
message, but as an overt one.  After she had her child, she tried to negotiate working 
a weekend day instead of a weekday but was told she would have to work a 12 hour 
shift instead.  Being a single parent, she had no alternatives for, she said, “What day 
care is open for 12 hours?”  She quit and took a job that paid her less money and 
didn’t offer a faculty tenure track position, but was willing to offer her much needed 
flexibility.  Not surprisingly, the new job was at a research institute on gender and 
women.  Another American mother was in a tenure track position at a university 
and had ambitions to become Provost.  When she told her employer that she was 
pregnant and would give birth in August (just as fall classes were to begin), her 
department chair told her she was “irresponsible for getting pregnant and having a 
baby that was due in August when [she] had classes to teach.”  She was so 
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 In Dutch, the phrase is “onherstelbare vertrouwensbreuk” which literally translates as “an 
irreparable breach of trust” between employer and employee in their working relationship. 
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disillusioned she quit her job and got a job with the State where, she said, “It 
doesn’t matter when I have children.”   
Many women are “driven off” the executive track when they are faced with 
“executive schedules” that demand more than full-time hours (Williams, 2000, p. 
71).  Thus, an American woman had achieved a medical degree expecting to have a 
career in academic medicine.  However, when she decided to have a child, she 
reconsidered because she knew the expectations in the amount of hours demanded 
by tradition (not required to do the job) did not fit with the demands of parenting.  
She explained, “After I’d gone through four years of residency, and I had another 
couple of years to go through to get tenure and it was a heavily research position 
and looking at the women in those roles, they put in 100 hour weeks and I didn’t 
want to be gone that much.”    
Two American mothers who worked as professors at academic research 
institutions described the pressure of being in a professional position that was based 
on traditional norms of the male ideal worker.  One mother explained how she made 
the decision to have a child before she reached tenure because, after spending years 
completing her Ph.D. and beginning her career as a university professor, she felt the 
urgency of her biological clock.  Her child bearing years coincided with her tenure-
track years, but her career clock didn’t slow down because she had a baby.  She 
explained, “I had to get an extension on the tenure clock.  I am seriously worried 
about whether I’m going to get tenure.  And that is not because I’m not going to 
finish my book, I’ll finish my book, but I don’t have the time to devote the attention 
to find a publisher etc.  Also, I’m not sure if a life with this kind of pressure is what I 
want anymore.”  Another mother who worked as a professor said, “I always knew 
that I didn’t want to be one of those people who are successful because they are 
divorced and their kids don’t speak to them.  I mean, I’ve always felt that that was 
not a sacrifice that I would be willing to make.”  Both of these mothers had spouses 
who worked full-time.   
In the United States in 1920, only 26% of women held full-time faculty 
positions.  Today, more women than men are receiving graduate degrees and 
surpassing men in level of education.  However, men still hold the majority of full-
time faculty positions at universities.  In 1995, the rate of women in full-time 
faculty positions was only 31%, only 5% higher than the rate 70 years earlier.  Only 
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15% of women have tenured academic positions.71  In the EU, women hold less 
than one-third of posts in higher education teaching and public research (in the 
Netherlands, this rate is 15%) (Eurostat, 2001).  There is a general trend across the 
EU where the largest proportion of female-held posts are at the lowest grade:  32% 
of women hold assistant professor positions; 28% hold associate professor 
positions; and only 11% hold full professor positions.  Not surprisingly, the highest 
shares of women in higher education teaching positions were in Sweden (33%) and 
Finland (36%).  Academic professions continue in the tradition in which they were 
first created, when men were the only ones receiving and holding academic 
positions and women—for the most part—were excluded from higher education.  
That is, academic positions continue to be structured in old fashioned ways that take 
for granted a female full-time caregiver at home.   
The mother who was a medical doctor had heard many times that women 
who are parents should not be physicians.  She said in her interview, “For any 
medical training program or long Ph.D. programs or anything that takes 10-12 
years of higher education what I would love to see instead of saying that women 
don’t belong in those positions [is that] you alter the educational process so that 
women can do some flexing and I think it would serve the profession well.  Any 
profession where women shouldn’t go into it’s about the hours of the position and 
the structure of the position.  I don’t want to live in a world where only women 
without children can be in a tenure faculty position.”  She went on to voice that 
altering the traditional ideal worker norm was necessary if professional fields were 
to attract more women to higher positions:  “If you are in an academic center, the 
physicians who are respected the most and they talk like all their top students 
should become academic physicians like them, and yet the workload that they put on 
them is not compatible with being good parents.  If fields want to attract more 
women and keep more women over the years, they need to change a little bit of their 
tracks of how you get in those positions.” 
 Women also reported being treated as if their competence levels 
automatically dropped once they became mothers.  A Dutch mother who worked as 
a research professor at a prestigious Dutch university told how her employer 
changed in how he viewed her because she was not working five days a week, from 
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 These data are cited in Drago & Williams (2002).   
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nine to five.  She said, “When you become a parent, [employers] assume you don’t 
take your work seriously anymore, because there is this thing that when you become 
a parent that you are only a part-time researcher and you are a bad researcher.”  
Williams (2000, 2002) documents many such “descriptive stereotyping” of women 
caregivers which assumes their need for greater flexibility is automatically 
connected to a fall in competence, dedication, and commitment to the job.  This 
Dutch mother went on to describe such stereotyping:  “My boss is a Professor and 
he wanted me to be there five or four days a week from 9-5pm, not because he 
thought I was working at my best, but because he wanted to have coffee with me 
when he wanted to have it.  And it took me a while before I could convince him that 
having a child made my flexibility needs greater, but that doesn’t mean I’m a bad 
researcher.  And he doesn’t know how to handle me being a parent.”  She 
bemusedly remarked that he had cats at home, not children.  Another Dutch mother 
with a Ph.D. held an academic research position and had just given birth to her first 
child.  At the time of her interview, her child was five weeks old.  She was still on 
her maternity leave, but accepting work from her employer who called her two 
times per week on average.  Already, she understood the maternal wall that faced 
her:  “I’m sure if I were very strict in my parental leave it would not be very good 
for my job with my colleagues because they will say—they are all men by the way—
‘ya, she is not committed to her job’…they will not say it but they will think it.”   
Parental leave policies can do nothing to combat the entrenched gender 
stereotyping that continues from the outdated but solid wall of the male ideal 
worker norm.  Policies may be advanced and blazing the trail for gender equality 
but organizational culture needs to get with the times if they are to be truly effective 
policies. 
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5.8  The Rhetoric of Choice 
 
“I think the most important job for a woman is raising the family and keeping the 
household and it’s impossible for the woman now, they don’t have a choice 
anymore…. There was a line that was drawn:  before they weren’t able to go into 
the workforce, and then they went so hard and heavy that they lost that choice…I 
believe in 100% equity, it’s not that, but now there is no choice anymore” 
 
--American father 
 
An American mother said in her interview, “I lost my aspirations to become 
Vice President or President of the company.  I aspire to be the best mom now, 
whereas before I aspired to have the best career.”   
Organizational culture continues to be structured around the now out-dated 
family model of the single breadwinner and full-time caregiver.  However, more 
than three-quarters of American families do not fit this model anymore (One Small 
Step, 2002), and over two-thirds of Dutch families don’t fit it either (e.g. Europa, 
2002).  Corporate culture must adapt if mothers and fathers are going to be able to 
integrate successfully their private lives with their working lives.  In the case of 
combining work with career goals, the transition into parenthood meant the 
marginalization of some parents’—especially mothers—working careers.  This 
marginalization, unfortunately, was not prevented by government supported or 
mandated leaves.  Traditional male worker norms assuming five days a week 
presence left many mothers faced with a “choice” between career and family.  This 
has resulted in gender divisions among women more so than men.  One Dutch 
mother who held a very high position in her company said, “People have to realize 
that a specific job has some specific qualifications and having children is not an 
excuse to do something less.”  The idea is that certain jobs determine specific 
structures; that is, a managerial position or a blue collar position, for example, 
cannot be done appropriately if deviations from the “ideal worker” norm occur.   
The idea that you choose to marginalize your career if you deviate from the 
ideal worker norm was explained as cultural by one Dutch mother, “On the one 
hand I think it is a shame that women are not in high positions, but on the other 
hand I think it’s a choice.  I think it is a cultural thing; here in Holland you work 
part-time if you have a very young child.  I don’t think the director of the Shell 
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Company works part-time.  I read this interview with this high executive and he 
worked a lot of hours, and he had children, and every Saturday morning he would 
have for his children.  And I thought, ‘oh, well, lucky them!’”  She rationalizes the 
bias but not without some sarcasm as an afterthought.  
What is sometimes analyzed as women “opting-out” of their careers once 
they become mothers needs critical re-analysis.  The same Dutch mother quoted 
above went on to talk about women’s “choices”:   
“I think, culturally, women make other choices.  And it has to be a whole 
other culture that makes a very high class job available at part-time.  I think 
women do not want to work full-time when they have small children.  I don’t 
think they want to and I don’t think they should.  I also feel the same for 
men.  Almost everywhere when there is a child born, the women start to 
work part-time or quit their jobs.  It’s almost never that the men quit their 
job.  I think it will take another ten years at least before we see women in 
high class jobs who are able to do them part-time.”   
The perception is that women who want more time with their children will take 
more time by working part-time.  However, this is not the same as seeing how 
policy affects choices. Whenever the issue of “personal choice” to have a family 
came up, gender issues and underlying, even unconscious, values that reify the 
traditional gendered contract appeared.  So, for example, a self identified “non-
career” minded mother said, “Any mother can combine work and family life in the 
Netherlands as long as they prioritize” and “whatever your choices, act on them and 
stop nagging about not having everything.”  This is what Williams (2000) refers to 
when she speaks of divisions forming among women (gender wars) as a result of 
“domesticity”.   
A Dutch mother explained wanting to go for a management position in her 
company:  “I wanted a child but I was afraid it was impossible to have a child and 
work as a manager because all the people in that job were male and worked five 
days a week.  What I wanted was to get that job and be the first female in that 
position…but that didn’t work out.”  Later in her interview she explained coming to 
the realization that her company was “a really male company”:  “At the newspaper, 
there were a lot of fathers but they had wives who stayed at home all the time; I 
didn’t know they existed anymore.”  She ran into the wall of parenthood, the 
marginalization of her career wishes because her way of working did not fit the 
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mold of the male norm.  “Apparently,” she reflected, “if you are a parent, there is 
no possibility to stay at the newspaper and I think that is crazy because you should 
be able to continue working there and be a parent.  I wondered why there were so 
few women and now I know.”    
Sometimes mothers and fathers who experienced this marginalization 
rationalized it as the result of their “choice” to integrate family and employment in a 
way that didn’t fit with the ideal worker norm.   One Dutch father said that cutting 
out his overtime hours resulted in promotions being inaccessible to him, but 
rationalized, “I’m ok with that now, now that work is not the most important thing 
anymore.  Before I became a father, I would have been worried about someone 
younger coming up and taking promotions.”   
 One particular mother’s interview seemed to encapsulate the rhetoric of 
choice that perpetuates a system biased in favor of male norms.  A Dutch single 
mother who worked in the police force was on the track to becoming a detective.  
She said, however, “I couldn’t take my promotions.  If I didn’t have any children, I 
would work nights and weekends and I would have more pay and also I would have 
the chance to do the real fun stuff in my job.”  In this statement she seems to hold 
her choice to have children responsible for her inability to move forward in her 
chosen career; thus, the onus for her difficulties is laid on the fact that she chose 
motherhood over the market work role.  However, when asked how she felt about 
the fact that she felt promotions would not be as accessible given her inability to 
“put in the extra hours”, she replied, “Well, it’s my own decision to bring [this baby] 
on this earth so…but on the other hand, it’s like you only get the crumbs of the cake, 
and sometimes you just want to taste the cream.”   Parenting would inevitably slow 
her career aspirations down, she felt:  “If I want to grow in this job and go higher, I 
have to participate in all the other fun stuff and so it’s gonna take a long time for 
me to get to where I want to go.”  This is partly how the “feminization of poverty” 
is created; women who become mothers are slowed down in their ability to reach 
for higher and better paid positions.  Talking about increasing just the rate of 
working women isn’t enough, because the increased female employment rate has 
almost no slowing effect on this trend in vertical and horizontal occupational sex 
segregation.  The increase in the female labor participation rate is expressed mainly 
as an increase in the rate of double-earners and so has little effect on the income 
position of female heads of households (e.g., Eurofound, 2004; Vrooman & Hoff, 
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2004; Vrooman 1996; SCP/CBS 1997).  Women heads of households are not in the 
high or middle income brackets, by and large:  in 1977, approximately 40% of 
Dutch female headed households were low income; by the mid-1980s, the 
percentage had increased to well above 60% (Vrooman & Hoff, 2004). 
The feminization of poverty rings true in the interview of the single mother 
quoted above.  Later in her interview, when asked about her expectations for herself 
in terms of her career she seemed to have an air of resignation for a future that was 
less ambitious, less interesting, and less financially secure:  “Being there for my 
children is the only thing that I really want to make happen and if that means that I 
have to work in the supermarket or picking up leaves or whatever, then the career 
isn’t important anymore.  Before I had children, I had a career planned where I 
wanted to do this and accomplish that and I had it planned all in my head and then 
at some point, it just isn’t important anymore.”   “At some point” she moved from a 
job she loved and found interesting—and with possibilities for higher income 
through promotions—to a feeling that her future held limited possibilities in work, 
career satisfaction, and financial stability.   
As this mother described later in her interview, however, it is not the nature 
of her job which constructs the barriers to her fulfillment in her career as a working 
mother.  In the statement that follows, it is clear she believes it is how her job is 
organized, which is possible to change.  She says toward the end of her interview, “I 
think every mom and dad can do the job they want.  It is not the job but it is other 
things that are making it hard or impossible for them to do that.  At the police, you 
see high up within the police two women who are job sharing (each works part-time 
for the one position as commissioner).  If it’s not affecting the job in a negative way, 
why not do that.  People won’t even try to do it with some jobs, like being a 
minister, people won’t even try to have that position shared by two part-timers and I 
think they could.”  She went on to talk critically of “old fashioned ideas of the man 
going to work” which entailed a kind of presenteeism and lack of flexibility that “is 
all based on having a husband and a wife”.   Her solution to this old fashioned male 
norm of organizational culture was moving to job sharing, innovative technology 
(allowing the ability to work from home), and “letting go of the old fashioned ideas 
of the man going to work and the woman staying at home.”    
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5.9 Gender Equality and the Welfare State 
 
In a study conducted by the World Economic Forum, the Nordic countries 
held the top five rankings in a group of 58 countries (including all 30 OECD 
countries) for narrowing the gender gap in five critical areas: economic 
participation, economic opportunity, political empowerment, educational 
attainment, and health and well-being (Lopez-Claros & Zahidi, 2005).  Sweden 
holds the number one spot as the most advanced in gender equality.  The 
Netherlands ranked fourteenth, with women’s educational attainment scoring 
poorly.  The United States ranked seventeenth, just ahead of Costa Rica (18), and 
behind three Eastern European countries Latvia (11), Lithuania (12), and Estonia 
(15).  Although the United States scored very well regarding women’s educational 
attainment, they scored very poorly in women’s economic opportunities and health 
and well-being, bringing the overall ranking down.  The United States boasts a 
relatively high female labor force participation rate but that makes little difference if 
these jobs are concentrated in poorly paid or unskilled jobs with little opportunity 
for upward mobility.  According to the World Economic Forum report, this 
“ghettoization of female labor” is most commonly the result of  “negative or 
obstructive attitudes, and of legal and social systems which use maternity laws and 
benefits to penalize women economically for childbirth and child care 
responsibilities, and discourage—or actively prevent—men from sharing family 
responsibilities” (p. 3).   
 While a direct correlation is not yet proven, it is unlikely to be a coincidence 
that those countries with social-democratic welfare state regimes (the Nordic 
countries) come closest to achieving gender equality between men and women.  
Their welfare state regime does not rely on the market to meet the needs of its 
citizens—adults and children included—as it does in the United States.  Social-
democratic welfare states, therefore, are not as impeded by the family model of 
yesteryear—when men were single breadwinners earning the family wage with the 
help of their full-time housewives.  Rather, they offer comprehensive family 
policies that pro-actively encourage men to take greater roles in caregiving while 
women have more chance at economic opportunity.    In a European report on 
fertility, Fahey & Speder (Eurofound, 2004) concluded, “It should be stressed that 
the belief that child rearing is a shared responsibility of the mother and the father is 
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the prevalent one in Europe.  Much more than half the population in all countries 
affirm this view.  In some countries, especially the Nordic ones, the overall level is 
about 90%. ….Considerable differences between the European countries could be 
identified and these differences correspond strongly to the existence or otherwise of 
welfare state regimes.  In countries where in kind, universal, and employment-
related programs are widespread there is a much more widespread belief in sharing” 
(p. 71).   
American government interests in family friendly policies do not have to do 
with the wish to increase fertility rates because fertility rates have not declined.  In 
America, the emphasis is not placed on the well being of children but on earning 
your own keep without the aid of the State.  It is clear that part-time job protection 
and the equalizing of part-time work is one key factor to satisfaction, security, and 
quality of life yet part-time work choices are inextricably linked to class status.  It is 
impossible to be a single parent and work in the United States on a part-time basis 
without some form of welfare, whether private or public.  In both countries, part-
time work is determined by and determines class.  Single parents wish to work part-
time but this inevitably means living a lower class standard, which the Dutch single 
parents in this study seemed to accept.  But that is not surprising when these Dutch 
single mothers report that they do not have to worry about health care, paid sick 
leave, paid care leave, paid maternity leave, paid emergency leave, parental leave, 
and job security.  Contrast this to the American “fire at the will” of the employer, as 
in the State of Michigan:  there is no job security, no benefits, and no equalizing of 
part-time and full-time employment in terms of equal pay for equal work, job 
security, and job benefits.   
 
5.10 Conclusion 
 
Needing to take time from work to care for a child left many American 
mothers without a job.  Low income American mothers were terminated from their 
employment once they took time off to give birth (without having the luxury of a 
paid maternity leave) or when they needed time off to care for a sick child (without 
having the luxury of paid care leave).  Others employed in white collar jobs were 
terminated right as they were about to take FMLA.  Women holding high status or 
professional careers reported telling their employer they were going to have a baby 
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and then described being blatantly and paternalistically told they shouldn’t even try 
to maintain their careers.  Conversely, universal paid maternity leave, parental 
leave, and care leave helped Dutch mothers (single mothers especially) get through 
the transition into motherhood without the added financial stress.  However, even 
though the Dutch maternity leave is supported by employers,72 this study has shown 
that an employer’s attitude toward caregiving responsibilities has changed little over 
the decades.  Dutch parents have leave policies and flexible work arrangements yet 
still experience employers who make their attitudes clear that taking time for family 
is not in the best interest of the company.   
Some Dutch men and women in this study reported that making use of their 
right to leave, or having to meet family demands that unexpectedly interrupted their 
work routine, was not without consequences to their employment status.  Fathers 
described “silent codes” and “unwritten rules” wherein their requests for reduced 
working hours or parental leave would create a deleterious affect on the security of 
their position.  While women and men both met with obstacles, men met these 
obstacles not because they were becoming fathers, but because they tried to deviate 
from the masculine “ideal worker” norm (for example, in requests for parental 
leave).  For Dutch mothers, this happened more often if they were in managerial or 
professional positions.   Most Dutch mothers did not describe being fired from their 
job due to their family’s needs, as the American single mothers described, but they 
did describe being in situations where they had to choose between a job they loved 
and being the kind of parent they wanted to be.  Their ideal career paths were 
marginalized or eradicated in favor of more flexible employment; sometimes they 
chose to do the marginalizing or the eradication, sometimes their employers did it 
for them.  Although no Dutch mother reported being terminated from her 
employment due to pregnancy73, they did report being “reorganized” into lower 
level and lower paid positions upon their return from maternity leave.      
Both Dutch and American parents described obstacles—maternal walls—in 
their ability to maintain careers (or the career paths they wanted) once they became 
parents but in slightly different ways.  American mothers and fathers felt the 
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 Probably because it is mandated by the government that they give working women paid maternity 
leave. 
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 This is also prohibited by Dutch law, including EU law, as in the U.S.; however, it was only in the 
U.S. where mothers reported being fired for simply being pregnant, despite U.S. antidiscrimination 
laws. 
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necessity to work full-time in order to maintain their standard of living and their 
job.  Part-time work is not a guaranteed universal right as it is in the Netherlands.  
In America, many of the benefits of full-time work, such as health care and job 
security, do not transfer to part-time working contracts (e.g., Bookman, 1995).  
American mothers and fathers in this study felt the need to carry on with their full-
time work despite their reports that it was affecting their health and quality of life in 
general.  This finding is consistent with other research showing that competing 
demands of full-time work loads and family commitments are causing problems in 
social and physical health (e.g. Rapoport, 2002).  It is true that Dutch parents have 
more options than American parents to reduce working hours and maintain health 
care and job security.  But reducing hours from the ideal worker norm is not without 
consequences in the Dutch culture either.  Men and women who changed to a part-
time contract knew they were moving into positions that had less chance (or no 
chance) for promotions; some described their part-time positions as “less 
interesting” jobs.  Most accepted these consequences and rationalized it with 
statements like, “my family matters more than my job” or “my family comes first 
now, not my work.”  Basic laws on parental leave policies are necessary but 
employers attitudes make a difference in whether these policies are used.   
Joan Williams put it aptly, “Mothers do not need accommodation’—a 
mommy track that leaves in place the discriminatory ideal-worker norm.  Instead, 
they need equality.  That requires new workplace norms that assume the two-earner 
family, instead of neo-traditional households in which the ideal worker can devote 
himself single-mindedly to work because he has a wife to take his children to the 
pediatrician, to stay home when they are sick, to pick them up from school, etc” 
(Williams, 2005, p. 5).  This means that governments must provide or mandate 
basic paid maternity, parental, and care leave programs so women and men can both 
take part in caregiving from birth.  But it also means that employers must redefine 
corporate culture to include flexible work arrangements without discriminating 
against those who choose to make use of them.74 
Men can have pictures of their children on their desk and it is seen as a 
positive trait but, for women, it is seen as a reminder that her real interests lie 
elsewhere—at home, with the children—and she is not a serious worker.  A woman 
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 Indeed, this may not happen without government mandates, (e.g. Heymann et al., 2004). 
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“misses out” on the growth of her child in order to be a “high achiever” in the 
workplace, whereas a male CEO who also wants to see his children sets him up as a 
“nice guy” (e.g. Haas, Hwang, & Russel, 2000).   In this study, statements from 
fathers and mothers that their work is not as important to them or they are not “gung 
ho” about their work anymore reifies the assumption that workers who are serious 
about their work will automatically subordinate their family life, as if they have to 
choose which will come first, which they will be more serious about, work or 
family.  Men and women who say their careers are no longer the main thing and that 
is “ok” may be simply reinforcing this gendered work contract where you must be 
ever present in order to achieve a high level position which, in fact, maintains the 
myth (and the cultural norm) that the ideal worker devotes all to the company.  
Currently, the organizational definition of commitment and the image of the “ideal 
worker” have negative consequences for a society striving for gender equality, and 
managers and organizations are partly responsible, in addition to having the 
responsibility to change it.   
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Chapter Six 
 
Conclusion: 
Toward a European Flexible Work Arrangement Approach 
 
 
 
 
“Gender equality policies should not be regarded as simply a concession to 
women’s claims.  If society is not capable of harmonizing motherhood with 
employment, we shall forego the single most effective bulwark against child 
poverty—which is that women work.  We shall, additionally, face very severe labour 
force shortages or, alternatively, a shortage of births.  And, as women now tend to 
be more educated than men, we shall be wasting human capital.  Gender equality is 
becoming a lynchpin of any positive post-industrial equilibrium.” 
 
--Esping-Andersen, Why We Need a New Welfare State, 2002, p. 9 
"In just over 10 years, 80% of all women in industrialized countries and 70% 
globally will be working outside the home throughout their child-bearing years. As 
women's participation in the labour market continues to rise and women return to 
work after childbirth in greater numbers, the need for measures which enable them 
to reconcile their specific role in child bearing with their professional activities has 
become more evident." 
-- ILO, the World of Work, No. 29, April/May 1999 
 
 
6.1 Introduction 
 
The integration of family and work has dominated the political agenda of 
international and national governments. The list of policies and legislation passed 
by these governments include the ILO Workers with Family Responsibilities 
Convention (1981); the EU Pregnancy directive (1992); the EU recommendation on 
childcare (1992); the EU parental time directive (1996); the EU part-time work 
directive (1996); the EU Resolution on the balanced participation of women and 
men in family and working life (2000); and the Lisbon Summit which made social 
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inclusion including “reconciliation” of work-family life issues first on the agenda 
(2000).  Because many Northwest member states already had a long tradition of 
national level initiatives in the area of family and work reconciliation, it can be 
argued that European Union directives were likely to have more impact on the UK 
and Southern European member states who lag behind the Northwest in this area.  
The Netherlands is a good example having some childcare leaves and flexible work 
arrangement legislation already in place before the EU directives; and they continue 
to refine and expand their initiatives as can be seen in the Dutch Stimulation for 
Child Care Act (1996), their ‘Strategies for work-family balance’ (1999) and their 
Work and Care Act (2001).  Importantly, even if EU directives are binding, member 
states have considerable leeway in how to interpret and implement them (the “open 
method co-ordination” model [Vandenbroucke, 2002]).   
In the United States, the Family and Medical Leave Act (1993) gave its 
citizens the first national policy on care leave, although a handful of states did have 
family leave policies through their temporary disability insurance.  But even this 
minimal social protection act took years to implement due to a lack of broad 
political support.  Sweeping welfare reforms saw the passing of Personal 
Responsibility and Opportunity for Work Act (1996) which made welfare 
subsistence benefits conditional on work but this was without comprehensive 
policies on childcare and care leave, which left many families struggling to combine 
work with raising a family.  
 
6.2 The Dutch Versus the American Welfare State 
 
The United States follows the proto-typical liberal welfare state regime as 
outlined by Esping-Andersen (1990; 2002).  Welfare programs are minimal and are 
means tested; government intervention is viewed as interference and the free market 
is considered the best source to provide for the needs of citizens.  Although a 
handful of states have family leave laws, child care and parental leave is mostly 
either a private family affair or it is included in the benefits package provided by the 
employer.  Employer provided benefits vary considerably depending on the 
company; it continues to be only a minority of companies that offer paid leave 
benefits and financial reimbursement for child care costs to its employees (e.g., 
Haas, Hwang, & Russel, 2000).   In the majority of cases, working parents incur the 
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total costs for child care with some possibility to reduce taxes at the end of the year 
through a tax deduction; in the cases of those moving from welfare to work, there 
are subsidies for child care although quality is low.   Although many working 
Americans have at least two weeks paid time off per year, most low income 
working parents do not receive any paid time off for maternity leave or parental 
leave; they also do not receive any paid sick time off for themselves (e.g., National 
Partnership for Women, 2004).  Despite a high rate of female employment, the 
United States has been classified as having a strong male breadwinner regime 
(Lewis, 1992).   
The Netherlands has been considered a hybrid between conservative and 
social democratic welfare state regimes (Esping-Andersen, 1990, 2002), but Dutch 
scholars have argued that it resembles more the conservative welfare state regimes 
due to its historical male breadwinner model (e.g. Bussemaker, 1998; Bussemaker 
& van Kersbergen, 1994).  Aside from its typology placement, the Dutch 
government’s new regulations support a move toward universal employment with 
their standardized maternity leave, their care leave, their parental leave, and their 
part-time parity laws.  The Dutch government also attempts to support child care 
through its Stimulation of Child Care Act (1996) which makes provisions for 
childcare a shared responsibility between the government, the employer, and the 
working parent.  These Dutch policies lend support to the dual wage earner, dual 
caregiver model.  Despite these advanced moves, the Netherlands is still classified 
as following the traditional male breadwinner ideology (e.g. Lewis, 1992; 
Sainsbury, 1994; Bussemaker, 1998).  Certainly all the way up until the late 1980s, 
the Dutch government supported a family wage through its policies and the majority 
of mothers did not participate in the labor force (e.g., Bussemaker, 1994; 1998; 
Akkerman, 1998).   Here the European Directives in the 1970s and 1980s were a 
motivating force for the Dutch to enact measures relating to equal pay and treatment 
at work.  Since the 1980s, there has been a huge increase in the numbers of Dutch 
women, especially mothers, actively participating in the labor force:  Dutch mothers 
with young children have doubled their participation rate in the labor force since the 
1990s—from 32% in 1989 to 62% in 1999 (Kenjoh, 2004; OECD, 2002).   
Although most Dutch part-time workers are women, there has been an 
increase in the number of Dutch fathers moving to part-time work.  As a whole, 
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22% of employed men work part-time75 (Commission of European Communities, 
2005).  In this study, however, three-quarters of Dutch fathers moved from full-time 
to part-time work contracts in order to take more responsibility in caregiving.  
Quantity care, not quality care, mattered to many of these fathers; that is, more time 
spent doing carework rather than the occasional or weekly “papa dag” was 
appreciated by these fathers.  These families represent a move toward the two-thirds 
earner model.  It may be that the Adjustment in Working Hours Act of 2000 has 
been the incentive for this move, but more research is needed to find this answer 
and also how representative this sample is of Dutch households.   Still, if this study 
is any indication, it may be that this two-thirds earner model brings the Dutch closer 
to a social-democratic welfare state model, the model that comes closest (so far) to a 
gender equal society.76     
 
6.3 Why the United States Needs to Emulate the European Model 
 
Esping-Andersen (2002) discusses how the organization of work has been 
transformed from the physical dangers of the “old economy” to stress-related risks 
of the new economy.  Non-standard working arrangements are coupled with job 
insecurities; jobs now require multiple skills and skills need to be constantly 
acquired whereas the “old economy” had a tradition of single skilled “jobs for life”.  
While there has been a rise in income-rich households, there has also been a rise in 
vulnerable households (e.g. lone parents and the working poor).  Vulnerable 
households lead to greater rates of social exclusion and poverty traps.  In order to 
combat the risks of the new economy, “our employment policies need to join hands 
with our family policies” (Esping-Andersen, 2002, p. 23).  Esping-Andersen argues:  
“If women are emerging as a key axial principle in the new socio-economic 
equilibrium, it follows that the quality of our future society hinges on how we 
respond to their new claims on men, the welfare state, and on society at large.  For 
good or bad, gender equality becomes therefore a ‘societal affair’, a precondition for 
making the clockwork of post-industrial societies tick” (p. 69).  
                                                 
75
 But these are mostly youth and elderly men. 
76
 For arguments that the social-democratic welfare state regime is the most gender equal, see 
Esping-Andersen, 2002, and Sorensen & Bergqvist, 2002. 
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Many Western European countries are implementing national legislation and 
practices that give greater weight to individual circumstances and preferences.  
Pressure from the women’s movements has also had an impact77.  This reflects 
developments in society’s concepts and policies regarding female employment and 
expectations of men and women in their roles at work and in society (ILO, 1999).  
As Lambert has delineated (see Chapter 1), the European model of the new 
economy of flexible work arrangements includes work-life balance regulations, 
transferable skills for a knowledge-based economy, transferable insurance schemes 
for greater job securities especially in part-time work arrangements, shorter working 
hours, and anti-discrimination laws.  The U.S., on the other hand, goes without such 
measures.78  The U.S. began to deregulate its market and cut back its welfare 
programs in the 1980s under the Reagan administration (see Chapter 2).  Lack of 
job protection for the growing numbers of people working in the non-standard 
workforce has increasing economic risks for employees (a transfer of risk from the 
employer prior to deregulation) and a widening gap between the rich and the poor 
(Lambert, 2004).  But can the U.S. afford to go without such measures?   
 This study’s working parents’commentaries lay emphasis to the difference 
between the European model of flexible work arrangements and the Anglo-
American model.  Based on a Michigan sample, American low income single 
mothers had, on average, two weeks off after the birth of a child before they had to 
return to work.  In many cases, they were terminated for taking this time.  The state 
of Michigan allows for “at will” employers and few parents have the financial 
means to litigate for unlawful dismissal based on pregnancy anti-discrimination 
laws.  When they were able to keep working, they were working more than full-time 
yet still worried about meeting basic needs of their family.  As feminist theorist 
Barbara Hobson puts it, “In the US, solo mothers have no legitimate place in the 
discursive universe of social policy” (1994: 183).  Dutch low income single 
mothers, on the other hand, described a comfort level unheard of in the American 
sample.  These Dutch mothers, although low income, still had access to their 16 
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 For the Dutch case, see for example, Akkerman, 1998; Bussemaker, 1998; Outshoorn, 1997 
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 Maybe because the U.S. has a continual supply of labor caused by immigration; this migrant 
population may also partly explain the robust fertility rate.  Although increased fertility due to 
migrant populations would only have a temporary effect on fertility rate, as migrants tend to 
resemble (over time) the culture within which they live (Fahey & Spender, 2004).  Still, a continual 
supply of immigrants, as in the U.S., may keep fertility rates at the macro level high and the U.S. less 
worried about a drop in labour supply.  
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week full paid maternity leave without fear of losing their job.  Those who worked 
in the public sector had an additional parental leave paid at 75% of their salary.  
Moreover, these mothers had sick leave for themselves and additional care leave for 
when their child becomes ill.  Finally, the majority of the Dutch single mothers were 
able to reduce their working hours to part-time without worrying about losing their 
housing, paying their bills, or meeting the basic needs of their family.   
Five main themes regarding what helps parents most comfortably combine 
work with raising young children became apparent in the qualitative interviews:  the 
importance of job flexibility; the accessibility of quality day care; the support of the 
partner; the sympathetic employer; and the existence of generously paid parental 
leave schemas (which includes paid maternity, paternity, and additional child care 
leaves).   
American and Dutch families also differed in self perceptions of quality of 
life and satisfactions of government policies.  For example, there was a significant 
difference between Dutch and U.S. working mothers and fathers’ attitudes and 
beliefs concerning their respective country’s family policies.  U.S. parents 
overwhelmingly feel that the only federal family leave policy they have to speak of, 
the FMLA, is doing very little to meet the needs of working parents.  Child care 
costs are the first or second largest expense for American families next to the 
mortgage and continue to overwhelm American working parents.  By contrast, 
Dutch mothers and fathers are, for the most part, pleased with the new legislation 
passed by their government over the last 10 years regarding parental and family care 
leaves.  Dutch parents, however, would like to see even more employer and 
government support for fathers taking a more active role in caregiving.  The 
majority of Dutch mothers and fathers concurred that parental leave needs to be 
standardized as a right for all working parents based on the Dutch public sector 
model, where parents are paid 75% of their salary.  Making paid parental leave the 
standard for all working parents would go a long way toward increasing the rate of 
father’s use of parental leave, according to these fathers.79   
Five day a week day care was perceived homogeneously by the Dutch 
parents—mothers and fathers alike—as bad.   This contributes to the persistence of 
the Dutch model of the quarter time working mother and the full-time working 
                                                 
79
 How true this would be in actuality has a lot to do with obstacles (maternal walls) fathers would 
face if they took parental leave, as discussed in chapter 5. 
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father.  Fathers who worked less than five days a week had an impact on mothers 
working more than quarter time.  As one Dutch mother said, “If he would work 4 
days, maybe I would have worked 4 days.  I did not want to have [my child] cared 
for by others for more than 3 days of the week.”  The parental leave legislation 
makes it possible for parents to each take a day (using “ouderschapsverlof” 8 hours 
per week for 1 or 2 years, for example) where they can stay home with their child 
and thus avoid the “five day a week” day care structure.  When the period of 
parental leave ends, however, Dutch parents would have to either resume the extra 
days in some kind of day care or after school care setting or cut hours at work 
contractually.  This is part of the reason why parents cut their contractual hours to 
begin with rather than using parental leave initially (and they wish to “save” their 
parental leave for emergency bases).  The Dutch parental leave in this study, 
therefore, has much more impact on women working three days as opposed to four 
days a week; and, partially determined children being in formal day care two days 
or three days a week.  In any study, the fact that 49 out of 49 Dutch adult men and 
women stated in their interviews, independent of each other, that five day a week 
day care, indeed four day a week day care was too much and that these parents 
would take measures not to put their child in day care that much, might imply that 
the Dutch emphasis on making part time work pay would influence a higher rate of 
women in the labor force as opposed to measures stimulating child care.  Most 
parents in this study did talk about the need for affordable day care, but made a 
point of saying that three or four day a week day care would be the maximum.   
Studies have shown that fathers’ involvement in caregiving at a very early 
stage of the child’s life increases the likelihood that they continue to take an active 
role in unpaid caregiving work (e.g. Brandth & Kvande, 2003; Haas, 2003; Haas & 
Hwang, 2000).  Father’s involvement the care of children from the first year 
onwards, therefore, would further the cause for equality between the sexes in paid 
and unpaid work.  Dutch family policies give fathers more opportunity to give care 
and thus, tackle gender equality issues in the home.  American parents, on the other 
hand, are still struggling with basic needs such as maintaining health care insurance 
and raising the children they feel they spend inadequate amounts of time with due to 
working full-time within inflexible work environments.  In the era of the “new 
economy”, the U.S. clearly falls behind its European neighbors when it comes to 
gender equality and quality of life for many working families.   
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It is not surprising that the Dutch parents show higher scores on quality of 
life measures.  These results consistently support the results from the Parental Leave 
Inventory as well as reinforce what parents had to say during their face to face 
interviews.  These data support the argument that parents juggling raising children 
while maintaining employment need the support of family, community, and 
government.  The Dutch government has far more regulations in place to help 
protect and provide for working parents with young children compared to the 
United States.   
 
6.4 Organizational Culture and Gender Equity 
 
The male worker norm has been regarded and continues to be regarded as 
the ideal worker in the U.S. (Williams, 2000).  The continuation of this male norm 
comes from viewing social policy in general through the lens of individualism 
(assuming the individual is free of care responsibilities), the family as a private unit, 
a continued belief in voluntary and charity efforts, social Darwinism, an open 
immigration policy, and laissez-faire economics (The Clearinghouse on 
International Developments in Child, Youth, and Family Policies at Columbia 
University, 2004a).  However, even though the Dutch clearly view social policy in 
terms of cooperation between the individual, the government, and the employer, 
Dutch citizens who have access to mandated, universal family friendly policies also 
continue to hit maternal walls based on the male ideal worker norm.  In this sense, 
they are not so different from their neighbor across the Atlantic. 
The rules of the game need to change not only in terms of opening up access 
to all kinds of employment options to women but also in terms of a redistribution of 
power so that discourse and practices regarding “what is work”, “what is a working 
day”, “what are the responsibilities of individuals as citizens, workers and family 
members” can lead to inclusionary economic citizenship (Hobson, 2000, p. 111).  
Some gendered aspects of economic citizenship include unemployment insurance, 
paid parental leave, job security gurantees, sickness and disability protections, and 
pensions for both standard and non-standard employment.  This new gendered 
model of citizenship would empower women to have a truer definition of what 
citizenship means on a social, political, and economic level (e.g. Bussemaker, 2004; 
Fraser, 2000; Hobson, 2000).  The European model of flexible work arrangements 
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comes closer to this inclusionary citizenship, but organizational culture has yet to 
adjust to the actual practice of these flexible work arrangements preferred by many 
modern dual earner / dual carer families.  
Organizational culture—corporate culture—remains a fly in the ointment as 
far as gender equity in the workplace goes even for social democratic welfare state 
regimes in the case of the Nordic countries.   The World Economic Forum (2005) 
has placed Sweden as the most advanced followed by Norway, Iceland, Denmark, 
and Finland for successfully narrowing the gender gap on five key dimensions 
(discussed above).  But in four of these five countries, economic participation and 
economic opportunity were where these countries scored the lowest in successfully 
narrowing the gender gap.  Even companies that are considered good examples of 
“family friendly” and “woman friendly” work places80 continue to have gender 
stereotypes based on women being primary caretakers and men being primary 
breadwinners, thus creating obstacles to women’s opportunities for promotion (e.g., 
Haas, Hwang, & Russel, 2000).  Other studies reveal that family friendly policies 
are under utilized because workers implicitly “know” that chances for promotion or 
job security could be hindered (e.g., Williams, 2000; 2005).  Two recently 
published studies add to the literature showing that gender stereotypes of men and 
women’s roles in caregiving continue to act as strikes against women in the work 
place (Fuegen, Biernat, Haines, & Deaux, 2004; Cuddy, Fiske, & Glick, 2004).  
These studies found that people rate men as well as childless women higher in 
perceived competence, job commitment, and job performance; these studies also 
found that people are less likely to hire women who are mothers as compared to 
childless women or men.  Interestingly, in the Fuegen et al (2004) study, men who 
were fathers were cut some slack and were given lower employment standards.  In 
the Cuddy et al (2004) study, men who were fathers gained in perceived warmth so 
that becoming a father added to their overall skill level; women who became 
mothers, on the other hand, didn’t gain anything but rather lost in terms of employer 
perceptions of their competence level, job dedication, and job commitment and 
promotion opportunities.  Moreover, both studies showed that people are less 
willing to hire and promote women who are mothers as compared to men with 
                                                 
80
 It may be that high horizontal sex segregation in the labor market is in part caused by “women-
friendly” policies—that is, women will tend to cluster around jobs where they have flexibility and 
good family benefits; indeed, this held true in this study.  But as Esping-Andersen notes, vertical sex 
segregation matters far more than horizontal sex-segregation.   
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children or childless women.  These studies consistently show that gender 
stereotypes continue to work against women in the workplace.   
Gender stereotyping also continues to create an obstacle for mothers and 
fathers who wish to commit more time to their caregiving role.  All American 
fathers chose not to use the U.S. family leave and many Dutch fathers chose not to 
utilize their right to parental leave because it was unpaid, so obviously paid leaves 
are an issue in getting men to take on a greater role in caregiving from birth (e.g. 
Brandth & Kvande, 2004).  But paid leaves will not be enough to spur men on in 
terms of equal sharing of unpaid work.   These fathers also mentioned the “silent 
code” wherein, if they used their rights to family leave, they would risk their job or 
their job position.  Many Dutch mothers and fathers who did use parental leave or 
switched to part-time contracts felt they had reduced opportunities for promotions; 
some of these parents were “reorganized” into lower level positions.  American 
mothers described blatant discrimination on the basis of their becoming pregnant 
(and many low income mothers reported being fired).  Most American mothers 
wished to reduce their working hours from full-time to part-time but felt tied to their 
full-time contract in order to maintain health insurance and job security.   
And it is not just in the workplace where mothers and fathers feel they are 
shortchanged.   In this study, both cultures showed that three quarters of working 
mothers felt work interfered with their ability to breastfeed and, despite the Dutch 
having a longer maternity leave and a shorter recommended ideal length of time for 
breastfeeding, both the Dutch and the American mothers quit breastfeeding because 
of difficulties in combining it with their employment.81   
An interesting finding came to light as more and more interviews were 
conducted, although this particular finding was not researched specifically by the 
author.  Fathers do not mention their partners when asked “what makes it possible 
to combine work with family life” but mothers almost always mention the support 
of their partner.  In terms of “helping around the house” and “taking part in the 
care”, mothers report that they would not be able to combine employment with 
caregiving without the support and help of the father.  In fact, mothers often stated 
“I am lucky” when describing the support of their partners, and then went on to give 
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 In Scandinavia and Germany, countries with long maternity and parental leaves, nearly all mothers 
start breastfeeding and continue it for longer periods of time compared to the Netherlands.  For 
example, four months after the birth, 61% of Swedish women are still breastfeeding compared to 
only 25% of Dutch women (TNO, 2005).   
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examples of women who had no such support from the fathers and how difficult and 
stressful that is.  By stark contrast, one Dutch father said that arrangements in child 
care did not actually affect him or allow him to do anything he wouldn’t already 
normally be doing, but that these policies were “more to help my wife.”  Mothers 
reinforced this gendered norm; in other words, not only fathers but also mothers 
made the assumption that the responsibility of arranging care for the child falls to 
the mother.  Organizational work culture is not the only thing that needs adjusting to 
include women in higher employment positions and more employment sectors:  
assumptions regarding who is responsible for the organization of care also need 
adjusting to include men taking a serious and active part in caring. 
 
6.5 Contributions and Limitations of this Study 
 
This study brings parents more fully into the debate on welfare state family 
policies and the “reconciliation of work and family life”.   It replicates other studies 
done on parent satisfaction with parental leave (e.g. Feldman, Sussman, & Zigler) 
but with the added bonus of direct open interviews with parents.  It directly 
measured the effect on the quality of life as experienced by parents and explored 
these effects using a direct open interview with a varied sample of parents, so that 
the human dimensions of the differences became clear.  Regarding the statistical 
literature on employment patterns of mothers, for example, a different picture 
begins to unfold when mothers’ directly explain why they “drop out” of 
employment or cut working hours.  Fathers, too, have been given the opportunity to 
voice what they think and feel about their role as “breadwinner”.  For example, for 
many fathers, their preference is not for the full-time breadwinner model that their 
statistical rates and patterns of employment show.  This study showed the 
juxtaposition of what mothers and fathers focused on when it came to employment 
and care work.  Mothers are quick to talk about their wish for a better career; 
fathers, on the other hand, are quick to talk about their wish to play a bigger role in 
caring.  Both mothers and fathers alike described discrimination at the workplace 
based on their role as parent.            
Moreover, this study combines three fields:  women’s studies, sociology, 
and policy analysis.  It uses methods from sociology, anthropology and well tested 
psychological methods. It is also a good case study for welfare state debates.   
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There are the following limitations.  Having more than just the Netherlands 
and the United States to compare issues involving work and family life (for 
example, a Scandinavian country or a Southern European country) would have 
taken into account different welfare state regimes.  Like the sample size of the 
countries involved, an increased sample size of the participants would have made 
for more robust findings.  There were unequal representations of low income 
parents, particularly the complete absence of single parent fathers.  Of course, single 
parent fathers are the least common family unit in society.  Equal divisions of paid 
and unpaid labor between mothers and fathers have been shown to correlate with 
high education levels (e.g. Duindam, 1997; den Dulk, 2004; Esping-Andersen, 
2002).  A larger sample of low-income, low educated parents would have tested if 
this correlation holds true.  There were also no measures on how well the children 
of these families are growing up or on the nature of the attachments between the 
parents and their children.   
 
6.6 Concluding Remarks 
 
Parental leave policies have increased women’s attachment to the labor force 
creating, at a basic level, a more relaxed environment for women to combine work 
with caregiving.  But the leave is limited.  Women and men traditionally fall back 
into traditional gender roles where women cut their hours in employment in order to 
spend more time with their children.  On the flip side, companies continue to expect 
the male ideal worker norm (expecting long hours, the ability to relocate, the ability 
to be away from home, “presenteeism”, etc.) to be part and parcel of employee 
identity but especially in high level positions.  Productivity measured by 
presenteeism rather than performance reinforces traditional male breadwinner / 
female caregiver family models.  Without organizational change, parental leave 
policies may actually entrench the traditional gender contract; issues such as vertical 
sex segregation in occupations and unequal divisions of labor in the home will 
remain.  We need a new welfare state that mandates employers to support a new 
gender contract—one that supports the dual earner, dual carer family model.  It is 
not just mothers, although it is obviously important for mothers, who need leave 
from work (unless society wants to maintain the status quo of women being wholly 
responsible for caregiving).  We are going to have to come to grips with the fact that 
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all employed people, parents or not, have caregiving responsibilities on and off 
throughout their working life, especially with the ageing population boom.  
Universal family policies for all people—parents or not, women and men—will 
develop when working individuals are viewed as whole persons; that is, when their 
productivity and motivation at the workplace are seen as directly related to their 
quality of life outside of work which includes leisure, volunteer work, and taking 
care in social relationships. 
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APPENDIX I 
 
TABLE 1:  Selected Labour Force Statistics for Eighteen OECD Countries (Percentages) 
 
Labour Force Participation of 
Women as a Percentage of 
Population Aged 15-64 
Female Share of 
Labour Force 
Labour Force in 
Government 
Labour Force in Services  
1960 1990 1994** 2004** 1960 1990 1994 1968 1990 1994 1968 1990 1994 2004** 
Netherlands 26.2 53.0 57.0 67.6 21.5 39.2 41.1 11.9 13.5 12.7 54.1 69.1 73.0 76.6 
USA 42.6 68.1 69.8 69.8 32.5 44.9 45.6 17.0 14.6 14.5 59.4 70.9 73.1 78.4 
Denmark 43.5 78.4 73.8 76.4 30.9 46.1 46.0 15.2 30.4 31.0 49.9 66.9 68.1 73.1 
Finland 65.6 72.9 69.4 72.3 43.7 47.1 47.0 11.0 29.1 25.1 41.1 60.6 64.9 69.3 
Norway 36.3 71.2 71.1 75.6 28.2 44.9 45.5 15.4 27.6 30.6 48.0 68.8 71.2 75.6 
Canada 33.7 68.2 67.3 73.0 26.6 44.5 44.7 18.6 19.4 20.4 59.7 71.2 73.3 75.0 
New Zealand 31.3 62.1 65.5 70.9 24.5 43.3 43.8 18.4 18.1 18.1 49.0 64.8 64.6 69.8 
France 46.6 56.6 60.1 64.8 33.3 42.9 43.8 17.4 22.8 24.8 45.8 64.0 68.4 72.6 
UK 46.1 65.1 66.2 68.5 32.7 42.8 43.7 17.5 19.4 15.0 51.3 68.9 72.4 76.4 
Austria 52.1 55.4 62.1 64.0 39.4 41.0 42.9 12.8 20.6 22.4 43.1 55.3 59.6 67.2 
Germany 49.2 56.6 61.4 66.6 37.3 40.7 42.4 10.9 15.1 15.1 43.0 56.8 59.1 66.6 
Australia 34.1 62.3 62.5 67.5 25.1 41.3 42.2 23.8 23.0 20.9 54.1 69.0 71.3 74.9 
Belgium 36.4 52.4 55.7 57.3 30.2 41.6 41.2 14.0 19.3 19.4 51.2 69.0 68.2 73.1 
Sweden 50.1 81.1 75.7 75.0 33.6 48.0 48.0 18.4 31.6 32.0 49.8 67.5 71.6 75.2 
Switzerland 51.0 58.3 73.8 77.5 34.1 38.1 40.7 7.4 11.0 14.1 43.8 59.5 67.2 72.6 
Japan 60.1 60.4 62.1 64.6 40.7 40.6 40.5 6.3 6.1 6.0 45.7 58.7 60.2 67.1 
Italy 39.6 44.5 42.4 51.0 30.7 36.8 36.4 13.4 15.6 16.2 39.3 58.6 59.7 64.5 
Ireland 34.8 38.9 47.2 58.5 25.6 31.6 34.7 12.6 14.1 14.0 41.7 56.2 60.4 65.9 
 
Source: O’Connor, J., Orloff, A., Shaver, S.  (1999).  States, Markets, Families:  Gender, Liberalism and Social Policy in Australia,Canada, Great Britain 
and the United States.  Cambridge:  Cambridge University Press. 
 
**  Notes:   The figures for 2004 and 1994  in the column “Labour Force Participation of Women as a Percentage of Population Aged 15-64” as well as the 
2004 figures in the column “Labour Force in Services” are taken from OECD in Figures 2005 (OECD 2005b). 
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TABLE 2:  Part-Time Employment in Percentage of Total Employment in the 
European Union, Japan and the United States 
 
 
 Men and Women Men Women 
 1985 1990 1995 1998 1998 1998 
Netherlands 23 32 37 39 18.1 67.6 
United States 20.0 18.7 n.a. 17.4 10.5 25.3 
Sweden 25 24 26 23 9.1 39.0 
Denmark 24 23 22 22 10.9 35.7 
Germany 13 15 16 18 4.7 36.4 
France 11 12 16 18 4.7 36.4 
Ireland 7 8 12 17 7.8 30.1 
Austria 7 8 14 16 4.4 30.3 
Belgium 9 11 14 16 3.5 33.2 
Finland 8 7 12 12 5.7 31.6 
Portugal 6 6 8 11 6.2 17.2 
Luxembourg 7 7 8 10 1.8 22.5 
Spain 6 5 8 8 3.0 17.2 
Italy 5 5 6 7 3.5 14.4 
Greece 5 4 5 6 3.3 10.5 
Japan 11.0 14.2 16.1 18.8 6.3 37.8 
United Kingdom 21 22 24 25 8.8 44.8 
 
Source:  Kenjoh, E.  (2004).  Balancing work and family life in Japan and four European 
countries:  Econometric analyses on mother’s employment and timing of matewrnity.  
Dissertation.  Tinbergen Institute Research Series no. 337.  University of Amsterdam, 
Amsterdam.   
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TABLE 3:  Employment rates of married (or cohabiting) women with children 
under six years old in 1989 and 1999 (in percentages). 
 
1989 1999 
Country Employment 
Rate 
Ranking Employment 
Rate 
Ranking 
Sweden 86.6 1 77.8 1 
Norway 65.3 2 72.8 2 
Canada 64.3 3 70.0 5 
Portugal 59.1 4 70.2 4 
Belgium 57.8 5 71.8 3 
U.S.A. 55.7 6 60.6 8 
Finland 53.8 7 57.7 9 
France 52.2 8 56.8 10 
Germany 49.4 9 51.4 11 
Poland 47.5 10 49.5 12 
U.K. 45.3 11 61.3 7 
Australia 44.1 12 48.0 14 
Greece 41.4 13 48.4 13 
Italy 40.7 14 44.9 17 
Japan 35.9 15 33.3 19 
Luxembourg 35.9 15 46.1 15 
Netherlands 32.5 17 62.3 6 
Spain 29.5 18 41.5 18 
Ireland 25.8 19 45.5 16 
Average 48.6  56.3  
 
Source:  Kenjoh, E.  (2004).  Balancing work and family life in Japan and four European 
countries:  Econometric analyses on mother’s employment and timing of matewrnity.  
Dissertation.  Tinbergen Institute Research Series no. 337.  University of Amsterdam, 
Amsterdam.   
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TABLE 4:  Total Fertility Rate in Selected Countries, 1960-2000. 
 
 
 1960 1965 1970 1975 1980 1985 1990 1995 2000 
United States 3.65 2.91 2.48 1.77 1.84 1.84 2.08 2.02 2.06 
Netherlands 3.12 3.04 2.57 1.66 1.60 1.51 1.62 1.53 1.72 
Austria 2.70 2.71 2.29 1.83 1.65 1.47 1.45 1.40 1.34 
Belgium 2.56 2.62 2.25 1.74 1.68 1.51 1.62 1.55 1.66 
Czech Republic 2.12 2.18 1.90 2.40 2.10 1.96 1.90 1.28 1.14 
Denmark 2.57 2.61 1.95 1.92 1.55 1.45 1.67 1.80 1.77 
Finland 2.72 2.48 1.83 1.68 1.63 1.64 1.78 1.81 1.73 
France 2.73 2.84 2.47 1.93 1.95 1.81 1.78 1.70 1.89 
Germany 2.37 2.50 2.03 1.48 1.56 1.37 1.45 1.25 1.38 
 -FRG bef. Unif. 2.37 2.51 1.99 1.45 1.45 1.28 1.45 1.34 1.38 
 -Former GDR 2.35 2.49 2.19 1.54 1.94 1.74 1.50 0.84 1.22 
Greece 2.22 2.25 2.40 2.32 2.22 1.67 1.39 1.32 1.29 
Hungary 2.02 1.82 1.98 2.35 1.91 1.85 1.87 1.57 1.32 
Iceland 4.27 3.79 2.83 2.65 2.48 1.89 2.30 2.08 2.08 
Ireland 3.76 4.03 3.87 3.43 3.24 2.48 2.11 1.84 1.88 
Italy 2.41 2.66 2.43 2.21 1.64 1.42 1.33 1.20 1.24 
Norway 2.91 2.95 2.50 1.98 1.72 1.68 1.93 1.87 1.85 
Portugal 3.16 3.15 3.01 2.75 2.25 1.72 1.57 1.40 1.55 
Spain --- 2.95 2.88 2.79 2.20 1.64 1.36 1.18 1.24 
Sweden 2.20 2.42 1.92 1.77 1.68 1.74 2.13 1.73 1.54 
Switzerland 2.44 2.61 2.10 1.61 1.55 1.52 1.58 1.48 1.50 
UK 2.71 2.89 2.43 1.81 1.90 1.79 1.83 1.71 1.65 
Japan 2.00 2.14 2.13 1.91 1.80 1.76 1.54 1.42 1.36 
 
Source:  Kenjoh, E.  (2004).  Balancing work and family life in Japan and four European 
countries:  Econometric analyses on mother’s employment and timing of matewrnity.  
Dissertation.  Tinbergen Institute Research Series no. 337.  University of Amsterdam, 
Amsterdam.   
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TABLE 5:   Mean Age of Women at Birth of the First Child in Selected 
Countries, 1960-2000. 
 
 
 1960 1965 1970 1975 1980 1985 1990 1995 2000 
United States --- --- 21.4 21.8 22.7 23.7 24.2 24.5 24.9 
Netherlands 25.7 25.2 21.8 25.2 25.7 26.6 27.6 28.4 28.6 
Austria --- --- --- --- --- 24.3 25.0 25.6 26.3 
Belgium 24.8 24.5 24.3 24.4 24.7 25.5 26.4 26.9 --- 
Czech Republic 22.9 22.7 22.5 22.5 22.4 22.3 22.5 23.3 24.9 
Denmark 23.1 22.7 23.8 23.9 24.6 25.7 26.4 27.4 27.4 
Finland 24.7 24.6 24.4 24.9 25.6 25.9 26.5 27.2 27.4 
France 24.8 24.4 24.4 24.5 25.0 25.9 27.0 28.1 28.7 
Germany 25.0 24.4 24.4 24.5 25.0 26.1 26.6 27.5 28.0 
 -FRG bef. Unif. 25.3 24.6 24.2 24.9 25.5 26.5 27.0 27.6 28.0 
 -Former GDR 23.9 23.6 23.3 23.4 23.5 24.1 24.6 26.3 27.6 
Greece --- --- --- --- 24.1 24.5 25.5 26.6 26.3 
Hungary 22.9 22.9 22.8 22.5 22.4 22.8 23.1 23.8 25.1 
Iceland --- --- 21.3 21.8 21.9 23.1 224.0 25.0 25.5 
Ireland --- --- 25.8 25.5 25.5 26.1 26.6 27.3 27.8 
Italy 25.7 25.3 25.0 24.7 25.0 25.9 26.9 28.0 28.7 
Norway --- --- --- --- --- 25.1 25.6 26.4 26.9 
Portugal --- --- --- --- 24.0 24.2 24.9 25.8 26.5 
Spain --- --- --- 25.1 25.0 25.8 26.8 28.4 29.1 
Sweden 25.5 25.2 25.9 24.4 25.3 26.1 26.3 27.2 27.9 
Switzerland 26.1 25.6 25.3 25.7 26.3 27.0 27.6 28.1 28.7 
UK --- --- --- --- --- --- 27.3 28.3 29.1 
Japan 25.4 25.7 25.6 25.7 26.4 26.7 27.0 27.5 28.0 
 
Source:  Kenjoh, E.  (2004).  Balancing work and family life in Japan and four European 
countries:  Econometric analyses on mother’s employment and timing of matewrnity.  
Dissertation.  Tinbergen Institute Research Series no. 337.  University of Amsterdam, 
Amsterdam.   
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APPENDIX II 
 
 
STATISTICAL TABLES:    WHO-QOL 100 Subscales 
 
 
 
 
Overall Quality of Life 
Variable N Mean SD 
 
df 
 
F P 
USA 
 
45 3.828 0.765 
Dutch 
 
44 4.193 0.575 
1 6.467 0.013* 
USA 
Mothers 
27 3.806 0.856 
Dutch  
Mothers 
24 4.260 0.126 
 
1 
4.625 0.036* 
USA 
Fathers 
18 3.861 0.626 
Dutch 
Fathers 
20 4.113 0,522 
1 1.821 0.186 
 
 
Positive Feelings 
Variable N Mean SD df F p 
USA 
 
45 3.65 .518 
Dutch 
 
44 3.875 0.351 
1 5.726 0.019* 
USA 
Mothers 
27 3.667 0.559 
Dutch  
Mothers 
24 3.875 0.376 
1 2.376 0.130 
USA 
Fathers 
18 3.625 0.464 
Dutch 
Fathers 
20 3.875 0.329 
1 3.727 0.061 
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Self-esteem 
Variable N Mean SD df F p 
USA 
 
45 3.739 0.637 
Dutch 
 
44 3.693 0.410 
1 0.161 0.689 
USA 
Mothers 
27 3.722 0.681 
Dutch  
Mothers 
24 3.688 0.450 
1 0.045 0.833 
USA 
Fathers 
18 3.764 0.585 
Dutch 
Fathers 
20 3.700 0.368 
1 0.166 0.686 
 
Negative Feelings 
Variable N Mean SD df F p 
USA 
 
45 3.361 0.845 
Dutch 
 
44 3.682 0.639 
1 4.064 0.047* 
USA 
Mothers 
27 3.176 0.874 
Dutch  
Mothers 
24 3.583 0.678 
1 3.395 0.071 
USA 
Fathers 
18 3.639 0.739 
Dutch 
Fathers 
20 3.800 0.583 
1 0.563 0.458 
 
 
 
 
Work Capacity 
Variable N Mean SD df F p 
USA 
 
45 3.994 0.828 
Dutch 
 
44 4.085 0.600 
1 0.349 0.556 
USA 
Mothers 
27 3.926 0.906 
Dutch  
Mothers 
24 4.063 0.582 
1 0.399 0.531 
USA 
Fathers 
18 4.097 0.708 
Dutch 
Fathers 
20 4.113 0.636 
1 0.005 0.945 
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Personal Relationships 
Variable N Mean SD df F p 
USA 
 
45 3.722 0.833 
Dutch 
 
44 3.977 0.552 
1 2.886 0.093 
USA 
Mothers 
27 3.676 0.968 
Dutch  
Mothers 
24 4.000 0.571 
1 2.053 0.158 
USA 
Fathers 
18 3.792 0.596 
Dutch 
Fathers 
20 3.950 0.542 
1 0.737 0.396 
 
Social Support 
Variable N Mean SD df F p 
USA 
 
45 3.528 0.762 
Dutch 
 
44 3.978 0.571 
1 8.217 0.005* 
USA 
Mothers 
27 3.565 0.831 
Dutch  
Mothers 
24 3.979 0.585 
1 4.141 0.047* 
USA 
Fathers 
18 3.472 0.664 
Dutch 
Fathers 
20 3.888 0.565 
1 4.342 0.044* 
 
Financial Resources 
Variable N Mean SD df F p 
USA 
 
45 2.989 0.990 
Dutch 
 
44 4.091 0.737 
1 35.344 0.000* 
USA 
Mothers 
27 2.806 1.146 
Dutch  
Mothers 
24 4.021 0.875 
1 17.757 0.000* 
USA 
Fathers 
18 3.264 0.627 
Dutch 
Fathers 
20 4.175 0.539 
1 23.213 0.000* 
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Recreation and Leisure 
Variable N Mean SD df F p 
USA 
 
45 3.056 0.659 
Dutch 
 
44 3.938 0.483 
1 51.687 0.000* 
USA 
Mothers 
27 3.009 0.702 
Dutch  
Mothers 
24 3.844 0.536 
1 22.335 0.000* 
USA 
Fathers 
18 3.125 0.602 
Dutch 
Fathers 
20 4.050 0.394 
1 32.045 0.000* 
 
 
Country and Income Selected for Social Support 
Variable N Mean SD df F p 
USA Low 
Income 
8 3.063 2.216 
Dutch Low 
Income 
6 
 
4.292 0.828 
1 4.514 0.055* 
USA Mid 
Income 
9 3.694 0.610 
Dutch Mid 
Income 
18 4.014 0.369 
1 2.898 0.101 
USA High 
Income 
28 3.607 0.610 
Dutch High 
Income 
20 3.763 0.599 
1 0.768 0.385 
 
Income Levels and Recreation / Leisure (USA and Dutch 
combined) 
Variable N Mean SD df F P 
Low  
Income 
14 3.250 0.791 
Middle 
 Income 
27 3.593 0.690 
High 
Income 
48 3.505 0.727 
 
 
2 
 
 
1.045 
 
 
0.356 
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Income Levels and Work Capacity (USA and Dutch combined) 
Variable N Mean SD df F p 
Low  
Income 
14 3.804 0.839 
Middle 
 Income 
27 4.074 0.696 
High 
Income 
48 3.505 0.727 
 
 
2 
 
 
 
0.887 
 
 
0.416 
 
Social Support and Income Level (USA and Dutch combined) 
Variable N Mean SD df F p 
Low  
Income 
14 3.589 1.207 
Middle 
 Income 
27 3.907 0.476 
High 
Income 
48 3.672 0.604 
 
 
2 
 
 
1.320 
 
 
0.272 
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APPENDIX II 
 
CRITTENDEN QUESTIONS STATISTIFCAL ANALSES: 
 
I.  Should every parent have a right to one year’s paid leave? 
 
Should every parent have a right to one year’s paid 
leave? 
           Mothers           Fathers 
                  USA           NL     USA       NL 
No 7 10 11 7 
Yes  20 18 8 13 
Total 27 28 19 20 
 
 Dutch % Yes Dutch % No U.S. % Yes U.S. % No 
MOTHERS 64.29 35.71 74.07 25.93 
FATHERS 65.00 35.00 42.11 57.89 
TOTAL 64.58 35.52 60.87 39.13 
 
Should only the mother have a right to one year’s 
paid leave? 
                 Mothers    Fathers 
                      USA        NL       USA NL 
No 20 21 12 14 
Yes  7 7 7 6 
Total 27 28 19 20 
 
 Dutch % Yes Dutch % No U.S. % Yes U.S. % No 
MOTHERS 25.00 75.00 25.93 74.07 
FATHERS 30.00 70.00 36.85 63.15 
TOTAL 27.08 72.92 30.44 69.56 
 
Should the mother and father one year’s paid 
leave? 
                Mothers Fathers 
                      USA       NL       USA NL 
No 4 10 7 5 
Yes 23 18 12 15 
Total 27 28 19 20 
 
 Dutch % Yes Dutch % No U.S. % Yes U.S. % No 
MOTHERS 64.29 35.71 85.19 14.81 
FATHERS 75.00 25.00 63.15 36.85 
TOTAL 68.75 31.25 76.09 23.91 
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II.  Should every parent have a right to a shortened work week to 
increase time at home with their children? 
 
Should every parent have a right to a shortened work week to 
increase time at home with their children? 
               Mothers Fathers 
                   USA                                           NL      USA NL 
No 2   3   
Yes 25 28 16 20 
Total 27 28 19 20 
 
 Dutch % Yes Dutch % No U.S. % Yes U.S. % No 
MOTHERS 100.00 0.00 92.59 7.41 
FATHERS 100.00 0.00 84.21 15.79 
TOTAL 100.00 0.00 89.13 10.87 
 
Pearson Chi-Square Count 
Country 
 Question USA NL Total 
No 5 0 5 shortened workweek 
for child? Yes 41 48 89 
Total 46 48 94 
 
Pearson Chi-Square 5.511 
df 1 
Fisher’s Exact Test .025* 
N of Valid Cases 94 
 
Should only the mother have a right to a shortened 
workweek to increase time at home with their 
children? 
            Mothers Fathers 
                USA          NL         USA NL 
No 24 22 18 18 
Yes 3 6 1 2 
Total 27 28 19 20 
 
 Dutch % Yes Dutch % No U.S. % Yes U.S. % No 
MOTHERS 21.43 78.57 11.11 88.89 
FATHERS 10.00 90.00 5.26 94.74 
TOTAL 16.67 83.33 8.70 91.30 
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III.  Should the normal workday change from 8 hours to 6 hours for all 
people participating in the labor force? 
 
 
Should the normal workday change from 8 hours to 6 
hours for all people participating in the labor force? 
            Mothers Fathers 
                    USA NL      USA NL 
No 8 18 11 10 
Yes 19 10 8 10 
Total 27 28 19 20 
 
 Dutch % Yes Dutch % No U.S.  % Yes U.S. % No 
MOTHERS 35.71 64.29 70.37 29.63 
FATHERS 50.00 50.00 42.10 57.90 
TOTAL 41.67 58.33 58.70 41.30 
 
Pearson Chi-Square 
Country 
 Question USA NL Total 
No 8 18 26 workday change 
from 8hr to 6hr Yes 19 10 29 
Total 27 28 55 
 
Pearson Chi-Square 6.623 
Df 1 
Fisher’s Exact Test .010* 
N of Valid Cases 55 
 
Should only parents with young children have their 
workday changed from eight hours to six hours without 
a reduction in salary? 
           Mothers Fathers 
                     USA     NL      USA     NL 
No 17 25 14 14 
Yes 10 3 5 6 
Total 27 28 19 20 
 
 Dutch % Yes Dutch % No U.S.  % Yes U.S. % No 
MOTHERS 10.71 89.29 37.04 62.96 
FATHERS 30.00 70.00 26.32 73.68 
TOTAL 18.75 81.25 32.61 67.39 
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Pearson Chi-Sqare 
Country 
 Question USA NL Total 
No 17 25 42 those w/kids 
no reduction Yes 10 3 13 
Total 27 28 55 
 
Pearson Chi-Square 5.277 
Df 1 
Fisher’s Exact Test .023* 
N of Valid Cases 55 
 
IV.  Should the workplace be more understanding to parents? (e.g., flexible 
working hours; no evening work meetings) 
 
Should the workplace be more understanding to 
parents? (e.g., flexible working hours; no evening work 
meetings) 
                                Mothers Fathers 
                       USA       NL         USA              NL 
No 
  5 1 2 
Yes 27 23 18 18 
Total 27 28 19 20 
 
 Dutch % Yes Dutch % No U.S.  % Yes U.S. % No 
MOTHERS 82.14 17.86 100.00 0.00 
FATHERS 90.00 10.00 94.74 5.26 
TOTAL 85.42 14.58 97.83 2.17 
 
Pearson Chi-Square 
Country 
 Question USA NL Total 
No 1 7 8 Should workplace 
be more sensitive? Yes 45 41 86 
Total 46 48 94 
 
Pearson Chi-Square 4.646 
df 1 
Fisher’s Exact Test .034* 
N of Valid Cases 94 
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Mothers’ answers:  Should the workplace be more understanding to parents? (e.g., 
flexible working hours; no evening work meetings) 
Pearson Chi-Square Count 
Country 
    Question USA NL Total 
No 0 5 5 Should workplace 
be more sensitive? Yes 27 23 50 
Total 27 28 55 
 
Pearson Chi-Square 5.304 
df 1 
Fisher’s Exact Test .028* 
N of Valid Cases 55 
V.  Should pension continue to accrue  
while taking time off of work to care for a 
child? 
              Mothers Fathers 
                   USA NL USA NL 
No 5 2 2 3 
Yes 22 26 17 17 
Total 27 28 19 20 
 
 Dutch % Yes Dutch % No U.S.  % Yes U.S. % No 
MOTHERS 92.86 7.14 81.48 18.52 
FATHERS 85.00 15.00 89.47 10.53 
TOTAL 89.58 10.42 84.78 15.22 
 
Should pension continue to accrue while taking time off of 
work to care for a child if you are a stay at home caregiver 
who is not participating in the labor force? 
        Mothers Fathers 
                      USA          NL                  USA             NL 
No 6 14 8 10 
Yes 21 14 11 10 
Total 27 28 19 20 
 
 Dutch % Yes Dutch % No U.S.  % Yes U.S. % No 
MOTHERS 50.00 50.00 77.78 22.22 
FATHERS 50.00 50.00 57.89 42.11 
TOTAL 50.00 50.00 69.57 30.43 
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Pearson Chi-Square Count 
Country 
 Question USA NL Total 
No 14 24 38 if stay at home 
carer? Yes 32 24 56 
Total 46 48 94 
 
Pearson Chi-Square 3.734 
df 1 
Fisher’s Exact Test .042* 
N of Valid Cases 94 
 
 
 
Mothers’ answers: Should pension continue to accrue while taking time off of work 
to care for a child if you are a stay at home caregiver who is not participating in the 
labor force? 
 
Pearson Chi-Square Count 
Country 
 Question USA NL Total 
No 6 14 20 if stay at home 
carer? Yes 21 14 35 
Total 27 28 55 
 
Pearson Chi-Square 4.583 
df 1 
Fisher’s Exact Test .031* 
N of Valid Cases 55 
 
 
VI. Should the government add unpaid household labor to the 
Gross National Product? 
 
Should the government add unpaid household labor to the 
Gross National Product? 
                                   Mothers Fathers 
                              USA   NL              USA NL 
No 
  11 8 6 
Yes 27 17 11 14 
Total 27 28 19 20 
 
 Dutch % Yes Dutch % No U.S.  % Yes U.S. % No 
MOTHERS 60.71 39.29 100.00 0.00 
FATHERS 70.00 30.00 57.89 42.11 
TOTAL 64.58 35.42 82.61 17.39 
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Pearson Chi-Square Count  
Country 
 Question USA NL Total 
No 8 17 25 g'ment add unpaid 
household to GNP Yes 38 31 69 
Total 46 48 94 
 
Pearson Chi-Square 3.909 
df 1 
Fisher’s Exact Test .040* 
N of Valid Cases 94 
 
 
Mothers’ answers to: Should the government add unpaid household labor to the 
GNP? 
Pearson Chi-Square Count  
Country 
 Question USA NL Total 
No 0 11 11 G'ment add unpaid 
household to GNP Yes 27 17 44 
Total 27 28 55 
 
Pearson Chi-Square 13.259 
df 1 
Fisher’s Exact Test .000** 
N of Valid Cases 55 
 
 
VII.  Should the government provide Universal Preschool beginning 
at two years of age? 
 
 
Should the government provide Universal Preschool 
beginning at two years of age? 
                Mothers Fathers 
                         USA       Dutch       USA            Dutch 
No 3 1 5 1 
Yes 24 27 14 19 
Total 27 28 19 20 
 
 Dutch % Yes Dutch % No U.S.  % Yes U.S. % No 
MOTHERS 96.43 3.57 88.89 11.11 
FATHERS 95.00 5.00 73.68 26.32 
TOTAL 95.84 4.16 82.61 17.39 
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Pearson Chi-Square Count  
Country 
 Question USA NL Total 
No 8 2 10 universal preschool at 
two years of age? Yes 38 46 84 
Total 46 48 94 
 
Pearson Chi-Square 4.321 
df 1 
Fisher’s Exact Test .039* 
N of Valid Cases 94 
 
 
If the government provided Universal Preschool should it be 
subsidized? 
              Mothers      Fathers 
                         USA               NL USA NL 
No 3 2 5 3 
Yes 24 26 14 17 
Total 27 28 19 20 
 
 
 Dutch % Yes Dutch % No U.S.  % Yes U.S. % No 
MOTHERS 92.86 7.14 88.89 11.11 
FATHERS 85.00 15.00 73.68 26.32 
TOTAL 89.58 10.42 82.61 17.39 
 
 
 
VIII.  Should the government guarantee a place for every child in a 
public day care setting when both parents work outside the home? 
 
Should the government guarantee a place for 
every child in a public day care setting when 
both parents work outside the home? 
               Mothers Fathers 
                          USA       NL       USA  NL             
No 3 1 7   
Yes 24 27 12 20 
Total 27 28 19 20 
 
 Dutch % Yes Dutch % No U.S.  % Yes U.S. % No 
MOTHERS 96.43 3.57 88.89 11.11 
FATHERS 100.00 0.00 63.16 36.84 
TOTAL 97.92 2.08 78.26 21.74 
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Pearson Chi-Square Count  
Country 
 Question USA NL Total 
No 10 1 11 gov't guarantee 
public day care Yes 36 47 83 
Total 46 48 94 
 
Pearson Chi-Square 8.783 
df 1 
Fisher’s Exact Test .003* 
N of Valid Cases 94 
 
If the government guaranteed a place for 
every child in a public day care setting when 
both parents work outside the home should it 
be subsidized? 
                    Mothers          Fathers 
                          USA        NL      USA          NL 
No 4 3 5 1 
Yes 23 25 14 19 
Total 27 28 19 20 
 
 Dutch % Yes Dutch % No U.S.  % Yes U.S. % No 
MOTHERS 89.29 10.71 85.19 14.81 
FATHERS 95.00 5.00 73.68 26.32 
TOTAL 91.67 8.33 80.43 19.47 
 
Fathers’ answers: Should the government guarantee a place for every child in a 
public day care setting when both parents work outside the home? 
 
Pearson Chi-Square Count  
Country 
 Question USA NL Total 
No 7 0 7 gov't guarantee 
public day care Yes 12 20 32 
Total 19 20 39 
 
Pearson Chi-Square 8.980 
df 1 
Fisher’s Exact Test .003* 
N of Valid Cases 39 
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APPENDIX III 
 
 
FACE TO FACE INTERVIEW 
 
 
 
 
Mother  /   Father 
Age:  
 Number of children:   
Marital status:   
Religion (growing up as a child): 
Do you still practice this religion?  
Completed education level:   
 Hours employed per week 1 year before the birth of your baby:    
Hours employed per week 1 year after the birth of your baby:   
Age of baby when returned to work:   
Sex of baby:  
What do you do for a living?   
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PARENTAL LEAVE IMPACT ON PARENTING 
1. Describe your maternity / paternity leave (when you took it)? 
 
2a. Do you feel the length of… 
…mother leave was adequate? If no, how much more/less time would you 
have preferred and why?  
 
…father leave was adequate?  If no, how much more/less time would you have 
preferred and why? 
 
…FMLA adequate?  If no, how much more/less time would you have 
preferred and why? 
 
2b. How would your preferred [longer periods] leaves help you more comfortably 
combine work and caregiving? 
 
 
3. Was your parental leave paid?   
 
Did having paid leave influence your return to work choices (e.g., time away 
from work, hours worked upon return)?   
   
a.  At what level of compensation would you have made different choices 
regarding time taken off, hours worked upon return, ect.? 
 
b. Did having unpaid parental leave influence your choices about how much 
time you took off work (hours worked; Job position; Drop out altogether)?   
 
4. Do you feel taking time off work impacted your bonding with your child? 
 
 With your partner? 
 
5. Do you feel the timing of your return to work impacted your relationship with  
your child? 
 
With your partner?   
 
6. What helps you combine work and family life most? 
  
 
 
PARENTAL LEAVE IMPACT ON EMPLOYMENT ATTITUDES: 
1. Have your job and career goals influenced your choices to have a family, e.g. how 
many children, spacing of children? 
 
 
2. Has your choice to have a family affected your job and career aspirations? 
 
Have your “expectations” about what you wanted for yourself in terms of 
career changed since you became a parent? 
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Has the importance of your job changed in terms of your identity? 
 
3.  How is it that you came to combine work with caregiving? 
[e.g., only financial reasons? Personal development?] 
 
4.  Has becoming a parent affected your job? 
 
5.  Has becoming a parent affected your career? 
 
6. Did you choose your job partly based on whether it offered flexibility so as to fit 
your work around your caring activities? 
 
7.  Have you made career changes since becoming a parent? 
 
8.  Did your leave from work influence your employment choices (e.g., knowing what 
it is like to stay at home as a caregiver; the parental leave influencing your wish to go 
to part-time)?   
 
9.  How would changing the parenting leave benefits in any way (longer leave, paid 
more, mandatory equality in amount of time taken, non-transferability between 
mother and father) influence or change your choices for work and/or family? 
 
10.  Did the amount of time you took off work help you feel successful in combining 
work and caregiving? 
 
 
BELIEFS AND ATTITUDES: 
1.  Has becoming a parent changed your attitude about mothers and fathers being 
employed full-time/ part-time?   
 
2. Has family leave[s] influenced your attitude towards mothers and fathers 
participating in the labor force (do you feel it is easier for mothers, for example, to 
work?  
 
3. What would need adjusting in employers’ attitudes and how work is organized to 
make it easier for parents to work?   
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Crittenden Based Questions: 
 
ANSWER YES OR NO, AND THEN EXPLAIN YOUR ANSWER IF YOU WANT: 
1.  Should every parent have the right to one year’s paid leave?  Yes   No 
      Only the mother?   No Yes   One year shared by both mother and father?   Yes No  
 
2. Should every parent have a right to a reduced / shortened workweek to increase 
time at home with their child/ children?   Yes   No      Only the mother?    Yes   No 
    
2a. Should the normal workday change from 8 hours to 6 hours for all people 
participating in the labor force?   Yes   No 
 
Only parents with young children participating in the work force without the 
reduction in salary?    Yes  No 
 
3. Ideally, do you favor both father and mother working:  (circle one) 
    Full-time 
    Part-time   
    Father works full-time and mother works part-time 
    Father works full-time and mother does not work outside the home   
 
4. Should the work place be more understanding to parents?  (e.g., flexible working 
hours; no evening work meetings)   Yes   No 
 
5. Should pension continue to accrue while taking time off of work to care for a child/ 
children?      Yes   No 
If you are a stay at home carer who is not participating in the labor force?   Yes     No 
 
6.   Should the government add unpaid household labor to the GNP?    Yes     No 
 
7. Should the government provide Universal Preschool beginning 2 years of age?  
 Yes     No       [Susidized?]   yes  no 
 
8.  Should the government guarantee a place for every child in a public day care 
setting when both parents work outside the home?  Yes   No   [Subsidized?]  Yes   No 
 
9.  In case of family break up, should all material goods be split 50/50, including 
salaries, pensions, material possessions including house, car?    Yes   No 
 
10.   Should the courts ensure an equal standard of living after divorces involving 
dependent children?    Yes  No  
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The US WHOQOL-100 
 
Instructions 
 
Please read this carefully 
  
 
This questionnaire asks how you feel about your quality of life, health and other areas of your 
life.  Please answer all the questions.  If you are unsure about which response to give to a 
question, please choose the best one you can.  There are no right or wrong answers. Your 
answer will be kept strictly confidential.  Please keep in mind your standards, hopes, 
pleasures and concerns.  We ask that you think about your life in the last two weeks. 
 
For example, thinking about the last two weeks, a question might ask: 
 
 
How much do you worry about your health? 
 
Not at all 
 
1 
Not much 
 
2 
A moderate 
amount 
3 
Very much 
 
4 
An extreme 
amount 
5 
 
 
 
You should circle the number that best fits how much you have worries about your health 
over the last two weeks.  So you would circle the number 4 if you worried about your health 
“very much”, or circle number 1 if you have worried “not at all” about your health.  Please 
read each question, assess your feelings, and circle the number on the scale for each question 
that gives  the best answer for you. 
 
 
 
 
 
Thank you for your help, please turn over page 
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The following questions ask about how much you have experienced certain things in the last 
two weeks, for example, positive feelings such as happiness or contentment.  If you have 
experienced these things an extreme amount, circle the number next to "An extreme amount".  
If you have not experienced these things at all, circle the number next to "Not at all".  You 
should circle one of the numbers in between if you wish to show that your answer lies 
somewhere between "Not at all" and "Extremely".  Questions refer to the last two weeks. 
 
8. How much do you enjoy life?  
   (F4.1) 
 
Not at all 
 
1 
Not much 
 
2 
A moderate 
amount 
3 
Very much 
 
4 
An extreme 
amount 
5 
 
9. How positive do you feel about the future?  
   (F4.3) 
 
Not at all 
 
1 
Not much 
 
2 
Moderately 
 
3 
Very much 
 
4 
Extremely 
 
5 
 
10. How much do you experience positive feelings in your life?  
   (F4.4) 
 
  Not at all 
 
1 
Not much 
 
2 
A moderate 
amount 
3 
Very much 
 
4 
An extreme 
amount 
5 
 
12. How much do you value yourself?  
   (F6.1) 
 
Not at all 
 
1 
Not much 
 
2 
A moderate 
amount 
3 
Very much 
 
4 
An extreme 
amount 
5 
 
13. How much confidence do you have in yourself?  
   (F6.2) 
 
Not at all 
 
1 
Not much 
 
2 
A moderate 
amount 
3 
Very much 
 
4 
An extreme 
amount 
5 
 
16. How worried do you feel?  
   (F8.2) 
 
Not at all 
 
1 
Not much 
 
2 
Moderately 
 
3 
Very much 
 
4 
Extremely 
 
5 
 
 
17.           How much do any feelings of sadness or depression interfere with your 
everyday functioning?             
           (F8.3) 
 
Not at all 
 
1 
Not much 
 
2 
A moderate 
amount 
3 
Very much 
 
4 
An extreme 
amount 
5 
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18. How much do any feelings of depression bother you?  
   (F8.4) 
 
Not at all 
 
1 
Not much 
 
2 
A moderate 
amount 
3 
Very much 
 
4 
An extreme 
amount 
5 
 
 
 
24. How alone do you feel in your life?  
 (F13.1) 
 
Not at all 
 
1 
Not much 
 
2 
Moderately 
 
3 
Very much 
 
4 
Extremely 
 
5 
 
 
32. Do you have financial difficulties?  
 (F18.2) 
 
Not at all 
 
1 
Not much 
 
2 
A moderate 
amount 
3 
Very much 
 
4 
An extreme 
amount 
5 
 
 
33. How much do you worry about money?  
 (F18.4) 
 
Not at all 
 
1 
Not much 
 
2 
A moderate 
amount 
3 
Very much 
 
4 
An extreme 
amount 
5 
 
 
35. How much do you enjoy your free time?  
 (F21.3) 
 
Not at all 
 
1 
Not much 
 
2 
Moderately 
 
3 
Very much 
 
4 
An extreme 
amount 
 
5 
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The following questions ask about how completely you experienced, or were able to do 
certain things in the last two weeks, for example activities of daily living like washing, 
dressing or eating.  If you have been able to do these things completely, circle the number 
next to "Completely".  If you have not been able to do these things at all, circle the number 
next to "Not at all".  You should circle one of the numbers in between if you wish to show 
that your answer lies somewhere between "Not at all" and "Completely".  Questions refer to 
the last two weeks. 
 
 
45.  Do you get the kind of support from others that you need?                                                                                                                          
(F14.1) 
 
Not at all 
 
1 
Not much 
 
2 
Moderately 
 
3 
A great deal 
 
4 
Completely 
 
5 
  
 
46.  How much can you count on your friends when you need them?  
 (F14.2) 
 
Not at all 
 
1 
Not much 
 
2 
Moderately 
 
3 
A great deal 
 
4 
Completely 
 
5 
 
 
48. Do you have enough money to meet your needs?  
 (F18.1) 
 
Not at all 
 
1 
Not much 
 
2 
Moderately 
 
3 
A great deal 
 
4 
Completely 
 
5 
 
 
51. To what extent do you have the opportunity for leisure activities?  
 (F21.1)  
 
 
Not at all 
 
1 
Not much 
 
2 
Moderately 
 
3 
A great deal 
 
4 
Completely 
 
5 
 
 
52. How much are you able to relax and enjoy yourself?  
 (F21.2) 
 
Not at all 
 
1 
Not much 
 
2 
Moderately 
 
3 
A great deal 
 
4 
Completely 
 
5 
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The following questions ask you to say how satisfied, happy or good you have felt about 
various aspects of your life over the last two weeks, for example, about your family life or 
you energy level.  Decide how satisfied or dissatisfied you are with each aspect of your life 
and then circle the number that best fits how you feel about this.  Questions refer to the last 
two weeks. 
 
 
 
54. How satisfied are you with the quality of your life?  
     (G2) 
 
Very dissatisfied 
 
 
1 
Dissatisfied 
 
 
2 
Neither satisfied 
nor dissatisfied 
 
3 
Satisfied 
 
 
4 
Very satisfied 
 
 
5 
 
 
55. In general, how satisfied are you with your life?  
     (G3) 
 
Very dissatisfied 
 
 
1 
Dissatisfied 
 
 
2 
Neither satisfied 
nor dissatisfied 
 
3 
Satisfied 
 
 
4 
Very satisfied 
 
 
5 
 
 
56. How satisfied are you with your health?  
     (G4) 
 
Very dissatisfied 
 
 
1 
Dissatisfied 
 
 
2 
Neither satisfied 
nor dissatisfied 
 
3 
Satisfied 
 
 
4 
Very satisfied 
 
 
5 
 
 
61. How satisfied are you with yourself?  
   (F6.3) 
 
Very dissatisfied 
 
 
1 
Dissatisfied 
 
 
2 
Neither satisfied 
nor dissatisfied 
 
3 
Satisfied 
 
 
4 
Very satisfied 
 
 
5 
 
 
62. How satisfied are you with your abilities?  
   (F6.4) 
 
Very dissatisfied 
 
 
1 
Dissatisfied 
 
 
2 
Neither satisfied 
nor dissatisfied 
 
3 
Satisfied 
 
 
4 
Very satisfied 
 
 
5 
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65. How satisfied are you with your personal relationships?  
 (F13.3) 
 
Very dissatisfied 
 
 
1 
Dissatisfied 
 
 
2 
Neither satisfied 
nor dissatisfied 
 
3 
Satisfied 
 
 
4 
Very satisfied 
 
 
5 
 
 
67. How satisfied are you with the support you get from your family?  
 (F14.3) 
 
Very dissatisfied 
 
 
1 
Dissatisfied 
 
 
2 
Neither satisfied 
nor dissatisfied 
 
3 
Satisfied 
 
 
4 
Very satisfied 
 
 
5 
 
 
68. How satisfied are you with the support you get from your friends?  
 (F14.4) 
 
Very dissatisfied 
 
 
1 
Dissatisfied 
 
 
2 
Neither satisfied 
nor dissatisfied 
 
3 
Satisfied 
 
 
4 
Very satisfied 
 
 
5 
 
 
69. How satisfied are you with your ability to provide for, or support 
others?(F13.4) 
 
Very dissatisfied 
 
 
1 
Dissatisfied 
 
 
2 
Neither satisfied 
nor dissatisfied 
 
3 
Satisfied 
 
 
4 
Very satisfied 
 
 
5 
 
 
72. How satisfied are you with your financial situation?  
 (F18.3) 
 
Very dissatisfied 
 
 
1 
Dissatisfied 
 
 
2 
Neither satisfied 
nor dissatisfied 
 
3 
Satisfied 
 
 
4 
Very satisfied 
 
 
5 
 
 
77. How satisfied are you with the way you spend your spare time?  
 (F21.4) 
 
Very dissatisfied 
 
 
1 
Dissatisfied 
 
 
2 
Neither satisfied 
nor dissatisfied 
 
3 
Satisfied 
 
 
4 
Very satisfied 
 
 
5 
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81. How happy do you feel about your relationships with your family? 
 (F13.2) 
 
Very unhappy 
 
 
1 
Unhappy 
 
 
2 
Neither happy nor 
unhappy 
 
3 
Happy 
 
 
4 
Very happy 
 
 
5 
 
 
82.             How would you rate your quality of life?  
     (G1) 
 
Very poor 
 
 
1 
Poor 
 
 
2 
Neither poor nor 
good 
 
3 
Good 
 
 
4 
Very good 
 
 
5 
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The following questions refer to how often you have felt or experienced certain things, for 
example the support of your family or friends, or negative experiences such as feeling unsafe.  
If you have not experienced these things at all in the last two weeks, circle the response 
"never".  If you have experienced these things, decide how often and circle the appropriate 
number.  So for example if you have experienced pain all the time in the last two weeks, 
circle the number next to "Always". Questions refer to the last two weeks. 
 
 
89. Do you generally feel content?  
   (F4.2) 
 
Never 
 
1 
Seldom 
 
2 
Quite often 
 
3 
Very often 
 
4 
Always 
 
5 
 
 
90.             How often do you have negative feelings, such as blue mood, despair,  
                  anxiety, depression?  
   (F8.1) 
 
Never 
 
1 
Seldom 
 
2 
Quite often 
 
3 
Very often 
 
4 
Always 
 
5 
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The following questions refer to any work that you do.  Work here means any major 
activity that you do.  This includes voluntary work, studying full-time, taking care of the 
home, taking care of children, paid work, or unpaid work.  So work, as it is used here, 
means the activities you feel take up a major part of your time and energy.  Questions 
refer to the last two weeks. 
 
 
91.             How much are you able to work?  
 (F12.1) 
 
Not at all 
 
1 
Not much 
 
2 
Moderately 
 
3 
A great deal 
 
4 
Completely 
 
5 
 
 
92. To what extent do you feel able to carry out your duties?  
 (F12.2) 
 
Not at all 
 
1 
Not much 
 
2 
Moderately 
 
3 
A great deal 
 
4 
Completely 
 
5 
 
93. How satisfied are you with your capacity for work?  
 (F12.4) 
 
Very dissatisfied 
 
 
1 
Dissatisfied 
 
 
2 
Neither satisfied 
nor dissatisfied 
 
3 
Satisfied 
 
 
4 
Very satisfied 
 
 
5 
 
 
94. How would you rate your ability to work?  
 (F12.3) 
 
Very poor 
 
 
1 
Poor 
 
 
2 
Neither poor nor 
good 
 
3 
Good 
 
 
4 
Very good 
 
 
5 
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WERELD GEZONDHEIDS ORGANISATIE 
KWALITEIT VAN LEVEN 
VRAGENLIJST 
WHOQOL-100 
(Versie voor volwassenen) 
Februari 1995 
 
 
 
Instructies 
 
Wij vragen u om in deze vragenlijst aan te geven wat u vindt van uw kwaliteit van leven, 
gezondheid en andere levensgebieden. Beantwoord alstublieft alle vragen. Als u onzeker bent 
over het antwoord dat u wilt geven op een vraag, kies dan het antwoord dat het meest 
toepasselijk lijkt. Dit kan vaak uw eerste reactie zijn. 
 
Houd uw normen, hoop, genoegens en zorgen in gedachten. We vragen u te denken aan uw 
leven in de afgelopen twee weken. 
 
 
Bijvoorbeeld, met betrekking tot de laatste twee weken, zou een vraag kunnen luiden: 
 
Hoeveel zorgen maakt u zich over uw gezondheid? 
 
                                            
  Helemaal    Weinig    Middelmatig    Hevig     Een Extreme 
    Niet                                                Hoeveelheid 
                                                
      1                    2               3                 4                  5 
                                            
 
 
U moet het cijfer omcirkelen dat het beste past bij hoe vaak u zich in de afgelopen twee 
weken zorgen heeft gemaakt over uw gezondheid. Dus u moet het cijfer 4 omcirkelen, als u 
zich veel ("Hevig") zorgen heeft gemaakt over uw gezondheid, of het cijfer 1 "Helemaal Niet" 
als u zich helemaal geen zorgen heeft gemaakt over uw gezondheid. Leest u alstublieft elke 
vraag, ga uw gevoelens na en omcirkel voor elke vraag het cijfer van de schaal dat het beste 
bij u past. 
 
 
Dank u voor uw hulp. 
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In de volgende vragen wordt gevraagd in welke mate (hoeveel) u in de afgelopen twee 
weken bepaalde dingen hebt ervaren, bijvoorbeeld positieve gevoelens zoals geluk en 
tevredenheid. Als u deze in een extreme hoeveelheid hebt ervaren, omcirkel dan het cijfer 5 
onder "Een Extreme Hoeveelheid". Als u dergelijke zaken helemaal niet hebt ervaren, 
omcirkel dan het cijfer 1 onder "Helemaal Niet". De tussenliggende cijfers kunt u gebruiken 
om aan te geven dat het ergens tussen "Helemaal Niet" en "Helemaal" in ligt. Vragen 
verwijzen naar de afgelopen twee weken. 
 
 
F4.1  Hoeveel geniet u van het leven? 
 
     Helemaal  Weinig  Middelmatig  Hevig   Een Extreme 
       Niet                                                       Hoeveelheid 
         1           2               3               4             5 
 
F4.3  Hoe positief ziet u uw toekomst? 
 
       Helemaal Bijna Gemiddeld Nogal Helemaal 
         Niet        Niet                   
          1             2              3             4           5 
 
F4.4  Hoezeer ervaart u positieve gevoelens in uw leven? 
 
     Helemaal  Weinig  Middelmatig  Hevig  Een Extreme 
       Niet                                                         Hoeveelheid 
        1                  2                3             4                 5 
 
F6.1  Heeft u waardering voor uzelf? 
 
     Helemaal   Weinig   Middelmatig   Hevig    Een Extreme 
       Niet                                                            Hoeveelheid 
        1                  2                3                  4               5 
 
F6.2  Hoeveel vertrouwen hebt u in uzelf? 
 
     Helemaal    Weinig     Middelmatig    Hevig     Een Extreme 
       Niet                                                                  Hoeveelheid 
        1                  2                       3              4                5 
 
F8.2  Hoe bezorgd voelt u zich? 
 
       Helemaal Bijna Gemiddeld Nogal Helemaal 
           Niet       Niet                   
                  1       2           3            4           5 
 
F8.3  Hoezeer verstoren gevoelens van droefheid of depressie uw alledaagse 
functioneren? 
 
     Helemaal Weinig   Middelmatig   Hevig     Een Extreme 
       Niet                                                             Hoeveelheid 
        1                   2                  3             4              5 
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F8.4  Hoeveel last hebt u van depressieve gevoelens? 
 
     Helemaal Weinig Middelmatig Hevig    Een Extreme 
       Niet                                                        Hoeveelheid 
        1                 2                3               4              5 
 
F13.1  Hoe alleen voelt u zich in uw leven? 
 
       Helemaal    Bijna     Gemiddeld    Nogal     Helemaal 
         Niet           Niet                   
          1                  2                3                4              5 
 
F18.2  Hebt u financiële moeilijkheden? 
 
     Helemaal Weinig   Middelmatig   Hevig     Een Extreme 
       Niet                                                             Hoeveelheid 
        1               2                    3              4                  5 
 
F18.4  Hoeveel zorgen maakt u zich over geld? 
 
     Helemaal     Weinig      Middelmatig   Hevig   Een Extreme 
       Niet                                                                 Hoeveelheid 
        1                    2                     3                  4             5 
 
F21.3  Hoeveel geniet u van uw vrije tijd? 
 
     Helemaal Weinig Middelmatig   Hevig      Een Extreme 
       Niet                                                          Hoeveelheid 
        1                2            3                     4                 5 
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In de volgende vragen wordt gevraagd naar de mate waarin u bepaalde dingen 
ervaart of in staat was te doen in de afgelopen twee weken, bijvoorbeeld alledaagse 
activiteiten zoals wassen, aankleden of eten. Als u in staat bent geweest deze dingen helemaal 
te doen, omcirkel dan het cijfer 5 onder "Helemaal". Als u niet in staat bent geweest om al 
deze dingen te doen, omcirkel dan het cijfer 1 onder "Helemaal niet". De tussenliggende 
cijfers kunt u gebruiken om aan te geven dat het ergens tussen "Helemaal Niet" en 
"Helemaal" in ligt. Vragen verwijzen naar de afgelopen twee weken. 
 
 
F14.1  Krijgt u het soort steun dat u nodig hebt, van anderen? 
 
       Helemaal Bijna Gemiddeld   Nogal    Helemaal 
         Niet        Niet                   
          1             2              3             4                  5 
 
F14.2  In welke mate kunt u rekenen op uw vrienden als u ze nodig hebt? 
 
       Helemaal Bijna   Gemiddeld   Nogal     Helemaal 
         Niet        Niet                   
           1       2            3                4               5 
 
F18.1  Hebt u genoeg geld om in uw behoeften te voorzien? 
 
       Helemaal Bijna Gemiddeld      Nogal    Helemaal 
         Niet        Niet                   
          1              2           3                     4          5 
 
F21.1  Hebt u mogelijkheden tot recreatie? 
 
       Helemaal Bijna Gemiddeld Nogal Helemaal 
         Niet        Niet                   
          1             2             3              4               5 
 
F21.2  Hoe goed kunt u zich ontspannen en uzelf vermaken? 
 
       Helemaal Bijna Gemiddeld Nogal Helemaal 
         Niet        Niet                   
          1              2          3                  4       5 
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In de volgende vragen wordt gevraagd naar hoe tevreden of ontevreden u in de 
afgelopen twee weken bent geweest met de verschillende aspecten van uw leven; 
bijvoorbeeld, uw familieleven of uw vermogen om met degenen om u heen te communiceren. 
Beslis hoe tevreden of ontevreden u bent met elk aspect van uw leven en omcirkel het cijfer 
dat het beste past bij wat u hierover vindt. 
 
G2  Hoe tevreden bent u met de kwaliteit van uw leven? 
 
        Erg                                Tevreden      Content         Erg  
     Ontevreden   Ontevreden    noch                           Tevreden 
                                                                      Ontevreden          
      1                       2                 3                  4               5 
 
G3  Hoe tevreden bent u met uw leven in het algemeen? 
 
    Erg                                      Tevreden     Content      Erg  
Ontevreden   Ontevreden           noch                       Tevreden 
                                                                                Ontevreden          
     1                         2                     3                   4            5 
 
G4  Hoe tevreden bent u met uw gezondheid? 
 
        Erg                                         Tevreden   Content      Erg  
     Ontevreden    Ontevreden             noch                        Tevreden 
                                                                                          Ontevreden          
         1                            2                       3            4                 5 
 
F6.3  Bent u tevreden met uzelf? 
 
        Erg                                         Tevreden       Content      Erg  
     Ontevreden  Ontevreden                noch                           Tevreden 
                                                                                            Ontevreden          
         1                      2                          3                      4              5 
 
F6.4  Hoe tevreden bent u met uw bekwaamheden? 
 
        Erg                                             Tevreden    Content          Erg  
     Ontevreden Ontevreden                    noch                          Tevreden 
                                                                                               Ontevreden          
         1                      2                                  3             4                    5 
 
F13.3  Hoe tevreden bent u met uw persoonlijke relaties? 
 
   Erg                                                Tevreden    Content           Erg  
 Ontevreden     Ontevreden                  noch                            Tevreden 
                                                                                               Ontevreden          
     1                         2                             3                  4                  5 
 
 
 
 
 
  210 
F14.3  Hoe tevreden bent u met de steun die u krijgt van uw familie? 
        Erg                                      Tevreden      Content           Erg  
     Ontevreden         Ontevreden    noch                             Tevreden 
                                                                                         Ontevreden          
         1                        2                     3                    4                  5 
 
F14.4  Hoe tevreden bent u met de steun die u krijgt van uw vrienden? 
 
        Erg                                          Tevreden    Content           Erg  
     Ontevreden    Ontevreden            noch                             Tevreden 
                                                                                             Ontevreden          
         1                          2                     3                    4                 5 
 
F13.4  Hoe tevreden bent u met uw vermogen om voor anderen te zorgen of hen 
steun te geven? 
 
     Erg                                           Tevreden     Content            Erg  
 Ontevreden    Ontevreden               noch                            Tevreden 
                                                                                           Ontevreden          
   1                         2                         3                  4                       5 
 
F18.3  Hoe tevreden bent u met uw financiële situatie? 
 
    Erg                                             Tevreden     Content            Erg  
 Ontevreden    Ontevreden                noch                              Tevreden 
                                                                                               Ontevreden          
     1                          2                           3                    4                   5 
 
F21.4  Hoe tevreden bent u met de manier waarop u uw vrije tijd doorbrengt? 
 
  Erg                                              Tevreden     Content             Erg  
Ontevreden    Ontevreden                noch                                  Tevreden 
                                                                                               Ontevreden          
   1                            2                       3                     4                   5 
 
F13.2  Voelt u zich gelukkig met uw relatie met uw familieleden? 
 
      Erg                  Tamelijk        Gelukkig        Tamelijk       Erg 
  Ongelukkig      Ongelukkig         noch            Gelukkig    Gelukkig 
                                     Ongelukkig           
         1                          2                   3                        4              5 
G1  Hoe zou u uw kwaliteit van leven inschatten? 
  Erg Slecht      Tamelijk      Goed      Tamelijk       Erg Goed 
            Slecht          noch        Goed    
                               Slecht           
1               2                 3               4                     5 
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De volgende vragen verwijzen naar hoe vaak u bepaalde dingen hebt gevoeld of 
ervaren, bijvoorbeeld de steun van uw familie of vrienden of negatieve ervaringen, zoals zich 
onveilig voelen. Als u deze dingen helemaal niet heeft ervaren in de afgelopen twee weken, 
omcirkel dan het cijfer 1 onder "Nooit". Als u deze dingen wel heeft ervaren, beslis dan hoe 
vaak en omcirkel het toepasselijke cijfer. Dus, bijvoorbeeld, als u de afgelopen twee weken de 
hele tijd pijn hebt ervaren, omcirkel dan het cijfer 5 onder "Altijd". Vragen verwijzen naar de 
afgelopen twee weken. 
 
F4.2  Voelt u zich over het geheel genomen tevreden? 
 
Nooit   Zelden   Zo nu en      Redelijk        Altijd 
                              dan             Vaak    
                1           2             3                  4                  5 
 
F8.1  Hoe vaak heeft u negatieve gevoelens, zoals een sombere stemming, 
wanhoop, angst, depressie? 
 
Nooit      Zelden      Zo nu en          Redelijk    Altijd 
                                     dan               Vaak    
          1                    2                3                      4               5 
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De volgende vragen verwijzen naar alle soorten "werk" die u verricht. Werk betekent 
hier elke redelijk omvangrijke activiteit die u verricht. Dit omvat vrijwilligerswerk, voltijds 
studeren, zorgen voor het huis, zorgen voor kinderen, betaald werk, onbetaald werk. Dus 
werk, zoals het hier wordt gebruikt, slaat op die activiteiten waarvan u vindt dat ze een groot 
deel van uw tijd en energie innemen. Vragen verwijzen naar de afgelopen twee weken. 
 
F12.1  Bent u in staat om uw werkzaamheden te verrichten? 
 
       Helemaal        Bijna      Gemiddeld      Nogal       Helemaal 
         Niet                Niet                   
          1                     2                   3               4                    5  
 
F12.2  Voelt u zich in staat om aan uw dagelijkse verplichtingen te voldoen? 
 
       Helemaal          Bijna      Gemiddeld     Nogal         Helemaal 
         Niet                  Niet                   
          1                        2                 3                4                      5 
 
F12.4  Bent u tevreden met uw werkvermogen? 
 
         Erg                                     Tevreden                           Erg  
     Ontevreden      Ontevreden        noch        Content       Tevreden 
                                                                                           Ontevreden          
         1                            2                   3                4                   5  
 
F12.3  Hoe zou u uw werkvermogen inschatten? 
 
    Erg Slecht          Tamelijk      Goed      Tamelijk          Erg Goed 
                                  Slecht        noch         Goed    
                                                   Slecht            
         1                           2                3               4                      5 
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Demografische gegevens 
Formulier voor de moeder 
 
Datum:  __________________ 
GEGEVENS OVER HET KIND  
1. Geboortedatum kind: 
2. Geslacht (omcirkel): Mannelijk  Vrouwelijk  
3. Is dit uw eerste kind? (omcirkel) Ja   Nee 
4. a. Heeft uw kind een ernstige ziekte/handicap? (omcirkel): Ja  Nee 
    b. Zo ja, geef een toelichting: 
5. Was dit kind een kind van een meerling (bijvoorbeeld tweeling, drieling, etc.)?  
(omcirkel):  Ja  Nee 
6. Zo uw kind in het ziekenhuis was opgenomen na de geboorte, hoe lang duurde dan 
deze opname?  ______________ dagen. 
GEGEVENS OVER DE MOEDER  
1. Uw geboortedatum:  _______________________ 
2. Burgerlijke staat (bijvoorbeeld: gehuwd met vader van kind, ongehuwd maar 
samenwonend met vader van kind, etc.):   
_____________________________________________________ 
 OPLEIDING (omcirkel wat van toepassing is; indien niet afgemaakt, vermeld tot en 
met welk jaar): 
1: Basisschool 
2: LBO 
3: MAVO 
4: HAVO 
5: VWO 
6: MBO 
7: HBO 
8: Universiteit (vermeld titel(s)): 
BEROEP 
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1. a. Uw beroep voor de geboorte van het kind:  
__________________________________ 
    b. (omcirkel):  Voltijd  Deeltijd 
    c. Aard van het werk (omcirkel):  Dienstverband  Zelfstandig 
2. Werkte u in de publieke sector (bijvoorbeeld de overheid) of in de particuliere 
sector (bijvoorbeeld voor een bedrijf)? 
(omcirkel): Publiek Particulier 
3. Ongeveer hoeveel werknemers zijn daar werkzaam? (omcirkel): 
Minder dan 50    Meer dan 50 
4. Hoeveel bedraagt het bruto gezinsinkomen: 
      1. Minder dan 10 000 euro 
2. 10 000 euro - 14 999 euro 
3. 15 000 euro - 24 999 euro 
4. 25 000 euro - 34 999 euro 
5. 35 000 euro - 49 999 euro 
6. 50 000 euro - 74 999 euro 
7. 75 000 euro - 99 999 euro 
8. 100 000 euro of meer 
5. Hoe oud was uw kind toen u weer aan het werk ging?   __________ weken. 
6. Veranderde uw baan toen u weer aan het werk ging na de geboorte wat 
betreft...(omcirkel): 
    a. Werkgever: Ja Nee 
    b. Positie:          Ja Nee 
    c. Salaris:         Verhoging  Verlaging Geen verandering 
    d. Aantal werkuren:  Meer  Minder      Geen verandering 
7. a. Uw huidige baan is:  _______________________________________________ 
    b. (omcirkel): Voltijd  Deeltijd 
    c. Aard van het werk (omcirkel): Dienstverband    Zelfstandig 
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Kinderopvang anders dan door de ouders 
Terwijl u en uw partner aan het werk zijn... 
1. Voor hoeveel kinderen wordt door 1 leidster gezorgd?  ______________ 
2. Hoeveel leidsters zijn er in het kinderdagverblijf?  ______________ 
3. Hoeveel uur per dag wordt er door anderen dan u voor uw kind gezorgd?  ______ 
4. Hoeveel uur per dag brengt u gemiddeld door de week met uw kind door (nachten 
niet meegeteld)? ____________________ 
5. Hoeveel uur per dag brengt u gemiddeld in het weekend met uw kind door (nachten 
niet meegeteld)? ____________________ 
6. Aan welke van de volgende activiteiten neemt u deel wanneer u bij uw kind bent? 
(Eten geven, baden, luiers verschonen, uitstapjes en wandelingen, spel, overige):  
_____________________________________________________________________
_____________________________________________________________________ 
 
7. Welk van de onderstaande antwoorden geeft het beste de werkverdeling binnen uw 
gezin weer met betrekking tot de zorg voor het kind (thuis)? (Omcirkel) 
1. Vader en moeder hebben ieder een evenredig deel in de zorg voor het kind 
2. Vader en moeder delen de zorgtaak, maar deze rust vooral op de moeder 
3. Vader en moeder delen de zorgtaak, maar deze rust vooral op de vader 
4. De moeder verleent veel meer zorg dan de vader 
5. De vader verleent veel meer zorg dan de moeder 
8. Welk van de onderstaande antwoorden geeft het beste de taakverdeling binnen uw 
gezin weer met betrekking tot huishoudelijke werkzaamheden? (Omcirkel) 
1. Vader en moeder hebben ieder een evenredig deel in huishoudelijke 
werkzaamheden 
2. Vader en moeder nemen beiden deel aan huishoudelijke werkzaamheden, 
maar de rol van de moeder is groter 
3. Vader en moeder nemen beiden deel aan huishoudelijke werkzaamheden, 
maar de rol van de vader is groter 
4. De moeder besteedt aanzienlijk meer tijd aan het huishouden dan de vader 
5. De vader besteedt aanzienlijk meer tijd aan het huishouden dan de moeder 
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Verlofregeling ouders 
Formulier voor de moeder 
  
Omcirkel het antwoord dat uw mening het beste weergeeft: 
 
 A: De gevolgen van de zwangerschap en geboorte 
 
1: Was de zwangerschap gepland?  Ja  Nee 
2: Hoe schaalt u uw gevoelens in met betrekking tot de zwangerschap? 
    (negatief)   1   2   3   4   5   (positief) 
3: Hoe schaalt u uw partner's gevoelens in met betrekking tot de zwangerschap? 
(negatief)   1   2   3   4   5   (positief) 
4: Hoe zou u het effect van de geboorte op uw huwelijk/relatie omschrijven? 
(negatief)   1   2   3   4   5   (positief) 
5: Hoe zou u het effect van de geboorte omschrijven met betrekking tot uw gevoel 
van eigenwaarde? 
(negatief)   1   2   3   4   5   (positief) 
6: Hoe bent u van de bevalling hersteld? 
(slecht)      1   2   3   4   5  (uitstekend) 
7: Hoe was de reactie van uw werkgever op de geboorte? 
(negatief)   1   2   3   4   5   (positief)    
(geen reactie = 3) 
8: Hoe zou u het niveau omschrijven van de lichamelijke ondersteuning die u sinds de 
geboorte hebt gehad (bijvoorbeeld hulp in de huishouding) 
(niet)         1   2   3   4   5   (aanzienlijk) 
9: Hoe zou u het niveau omschrijven van de emotionele ondersteuning die u sinds de 
geboorte hebt gehad? 
(niet)         1   2   3   4   5   (aanzienlijk) 
10: Hoe vaak per dag denkt u aan of 'dagdroomt' u over uw kind? 
(geheel niet) 1   2   3   4   5  (vaak) 
11: In welke mate maakt u zich zorgen over de gezondheid (geestelijk en lichamelijk) 
van uw kind? 
(geheel niet) 1   2   3   4   5  (vaak) 
  217 
12: Hoe vaak maakt u zich zorgen dat u geen goede moeder bent voor uw kind? 
(geheel niet) 1   2   3   4   5  (vaak) 
13: Hoe vaak maakt u zich zorgen dat uw partner geen goede vader is voor het kind? 
(geheel niet) 1   2   3   4   5  (vaak) 
14: Hoe zou u het temperament van uw kind omschrijven? (omcirkel een antwoord) 
1: Zeer moeilijk 
2: Moeilijk 
3: Soms moeilijk, soms niet 
4: Makkelijk 
5: Zeer makkelijk 
15: Hoe voorspelbaar is het dagpatroon van uw kind? 
(onvoorspelbaar)   1   2   3   4   5   (zeer voorspelbaar) 
  
B: Ervaring en kennis 
1: Hebt u als opgroeiend kind ooit voor jongere broertjes of zusjes (baby’s!) gezorgd, 
of hebt u ooit als babysitter op hen gepast? 
(absoluut niet)   1   2   3   4   5   (heel vaak) 
2a. Werkt u beroepshalve met baby’s? (omcirkel): Ja Nee 
2b. Zo ja, beschrijf hier uw werk:  
_____________________________________________________________________
_____________________________________________________________________ 
 3. Hoe zou u uw ervaringsniveau met baby’s omschrijven? 
(nihil)   1   2   3   4   5   (aanzienlijk) 
4a. Hebt u tijdens uw opleiding ooit kinderpsychologie, kinderontwikkeling,  
kinderontwikkeling, of verwante vakken gehad? 
(omcirkel): Ja  Nee 
4b: Zo ja, omschrijf deze vakken/dit vak, met vermelding van het niveau:  
_____________________________________________________________________
_____________________________________________________________________ 
 
 5. Maakt u gebruik van radio- en TV-programma's of populair-wetenschappelijke 
psychologieboeken om informatie te verwerven over zwangerschap, bevalling of 
kinderontwikkeling? 
(zelden)   1   2   3   4   5   (vaak) 
  218 
6. Hoe zou u uw kennis omschrijven met betrekking tot kinderontwikkeling? 
(slecht)   1   2   3   4   5  (uitstekend)  
7. Hoe zou u uw kennis omschrijven met betrekking tot zwangerschap en bevalling? 
(slecht)   1   2   3   4   5  (uitstekend) 
 
 
C: Meningen en attitudes 
1. Vindt u dat het baren en grootbrengen van kinderen een van de belangrijkste en 
dankbaarste aspecten is van het leven van de vrouw (dus: van de vrouw in het 
algemeen, niet specifiek van uw partner)? 
    (zeer oneens)   1   2   3   4   5   (zeer eens) 
2. Vindt u dat vaders en moeders de dagelijkse zorg voor kinderen gelijk moeten 
delen? 
(zeer oneens)   1   2   3   4   5   (zeer eens) 
3. Vindt u dat moeders thuis moeten blijven om voor hun jonge kinderen te zorgen? 
(zeer oneens)   1   2   3   4   5   (zeer eens) 
4. Vindt u dat mannen en vrouwen gelijke rechten moeten hebben wat betreft carriere 
en beroepssatisfactie? 
(zeer oneens)   1   2   3   4   5   (zeer eens) 
5. Bent u van mening dat het een blijvend effect op het kind zal hebben wanneer 
moeders weer te snel aan het werk gaan? 
(zeer oneens)   1  2   3    4   5   (zeer eens) 
  
Hoe zeer bent u het eens met de onderstaande beweringen? 
6. Zonder kinderen zou mijn leven erg onvolledig ('leeg') zijn. 
(zeer oneens)   1   2   3   4   5   (zeer eens) 
7. Mijn gezin is het belangrijkste aspect van mijn leven. 
(zeer oneens)   1   2   3   4   5   (zeer eens) 
8. Kinderen kunnen zich alleen tot gezonde en gelukkige volwassenen ontwikkelen in 
een liefdevol, twee-oudergezin. 
(zeer oneens)   1   2   3   4   5   (zeer eens) 
9. Ik betreur het dat gezinsnormen en -waarden de laatste jaren in onze samenleving 
aanzienlijk aan belang hebben ingeboet. 
(zeer oneens)   1   2   3   4   5   (zeer eens) 
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10. De overheid doet onvoldoende ter bevordering van vrouwenemancipatie. 
(zeer oneens)   1   2   3   4   5   (zeer eens) 
11. De overheid doet onvoldoende om werkende ouders goede en redelijk betaalbare 
kinderopvang te verschaffen. 
(zeer oneens)   1   2   3   4   5   (zeer eens) 
12a. Beschouwt u zichzelf als een 'gelovig' mens? Ja Nee 
12b. Zo ja, in welke mate bent u echt 'praktiserend gelovige'? 
(zeer gering)   1   2   3   4   5   (in hoge mate) 
D: Werkprestaties en carriereperceptie 
1: Hoe zou u uw prestaties op uw werk omschrijven sinds het begin van de 
zwangerschap in vergelijking met uw prestaties van voor de zwangerschap? 
(aanzienlijk verslechterd)   1   2   3   4   5   (veel beter) 
2. Vindt u dat uw werk lijdt onder het feit dat u aan uw baby denkt? 
(zelden of niet)   1   2   3   4   5   (aanzienlijk) 
3. In welke mate is uw werk een belangrijk aspect van uw leven? 
(onbelangrijk)   1   2   3   4   5   (uitermate belangrijk) 
4. Hoe tevreden bent u over de regelingen zoals die op uw werk bestaan met 
betrekking tot zaken als ouderschapsverlof, etc.? 
(zeer ontevreden)   1   2   3   4   5   (uiterst tevreden) 
5. Hoe tevreden bent u over de wijze waarop uw carriere zich ontwikkelt? 
(zeer ontevreden)   1   2   3   4   5   (uiterst tevreden) 
6. Werkte uw moeder toen u opgroeide?  
(omcirkel): Ja Nee 
7. Zo ja, hoe belangrijk was uw moeder's werk toen voor haar zelfbeeld (zelfrespect, 
'ego')? 
(onbelangrijk)   1   2   3   4   5   (uiterst belangrijk) 
8. Beschouwt u zichzelf als een echte 'carrieremaker' ('Streber')? 
(geheel niet)   1   2   3   4   5   (ja) 
9. Beschouwt u zichzelf als iemand die veel presteert? 
(nauwelijks)   1   2   3   4   5  (ja) 
10. Werkt u momenteel?  
(omcirkel): Ja Nee 
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11. Hoe tevreden bent u over de kinderopvangregeling terwijl u aan het werk bent? 
(zeer ontevreden)   1   2   3   4   5   (uiterst tevreden) 
12. Hoe beschouwt u uw werkprestaties sinds de geboorte? 
(aanzienlijk verslechterd)  1   2   3   4   5   (veel beter) 
13. In welke mate dwalen uw gedachten af naar uw baby tijdens uw werk? 
    (weinig)   1   2   3   4   5  (veel) 
14a. Hoe zou u de reactie van uw kind omschrijven nu dat u weer aan het werk bent: 
1. Geen verandering 
2. Kind wat lastiger 
3. Kind veel lastiger 
4. Kind wat gemakkelijker 
5. Kind veel gemakkelijker 
14b. Geef hier een toelichting:  
_____________________________________________________________________ 
_____________________________________________________________________ 
 
Hoezeer bent u het eens met de volgende beweringen? 
 15. Ik vind goed presteren op het werk erg belangrijk. 
    (zeer oneens)  1   2   3   4   5   (zeer eens) 
16. Mijn carriere geeft me meer voldoening dan wat dan ook in mijn leven. 
(zeer oneens)  1   2   3   4   5   (zeer eens) 
17. Zonder mijn carriere zou mijn leven erg onvervuld ('leeg') zijn. 
(zeer oneens)  1   2   3   4   5   (zeer eens) 
 
E: Opvattingen over ouderschapsverlof 
1. Hoe lang na de geboorte moet volgens u een vrouw weer aan het werk gaan? 
(Vermeld aantal weken, maanden of jaren. Geef slechts een antwoord). 
    ____ weken na de geboorte 
____ maanden na de geboorte 
____ jaar na de geboorte 
2a. Is uw mening over ouderschapsverlof sinds de geboorte veranderd? Ja Nee 
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2b. Zo ja, geef hier een korte toelichting:   
_____________________________________________________________________ 
_____________________________________________________________________ 
3a. Hoe lang na de geboorte bent u weer aan het werk gegaan? (Vul het aantal weken 
of maanden in). 
____weken 
____maanden 
3b. Na hoeveel tijd had u weer aan het werk willen gaan (‘ideale’ periode)? 
____weken 
____maanden 
____jaar 
3c. Werd een deel van de periode die u niet werkte gezien als zwangerschapsverlof? 
(Zwangerschapsverlof maakt het een moeder mogelijk vrijaf te nemen om lichamelijk 
te herstellen van de bevalling; het is dus iets anders dan ouderschapsverlof, de periode 
die beide ouders vrijaf kunnen nemen om voor hun baby te zorgen). 
(omcirkel): Ja Nee Weet niet 
3d. Als u zwangerschapsverlof had, geef dan de periode aan gedurende welke uw 
salaris werd doorbetaald: 
____weken 
____maanden 
Niet van toepassing 
4a. Heeft uw partner enige tijd vrijaf genomen na de geboorte van uw kind?  
(Omcirkel): Ja Nee 
4b. Zo ja, hoe lang na de geboorte is hij weer gaan werken? (Vul het aantal dagen, 
weken of maanden in. Geef slechts een antwoord). 
____dagen 
____weken 
____maanden 
4c. Hoe lang na de geboorte had u hem het liefst weer aan het werk zien gaan? (Vul 
het aantal dagen, weken of maanden in). 
____dagen 
____weken 
____maanden 
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5a. Huidige kinderopvang: Wie zorgt er voor uw kind terwijl u en/of uw partner 
werkt/werken? (Omcirkel zo nodig meer dan een antwoord): 
1. alleen de moeder 
2. alleen de vader 
3. vader en moeder om beurten 
4. oma of andere familieleden 
5. een niet-verwante persoon in zijn of haar huis 
6. een kinderdagverblijf 
7. een niet-verwante persoon in uw eigen huis (bijvoorbeeld een 
kinderoppas). 
5b. Zo u meer dan een van de bovengenoemde mogelijkheden hebt omcirkeld, wat is 
dan de belangrijkste vorm van kinderopvang? (Geef het nummer van uw antwoord 
onder 5a): _____ 
 
5c. Vindt de belangrijkste vorm van kinderopvang in voltijd of in deeltijd plaats? 
(Omcirkel): Voltijd   Deeltijd 
6a. Hoe beoordeelt u de kwaliteit van de door u gebruikte vorm(en) van 
kinderopvang? 
(slecht)   1   2   3   4   5   (uitstekend) 
6b. Hoe beoordeelt u de kwaliteit van kinderopvang in het algemeen in uw omgeving? 
(slecht)   1   2   3   4   5   (uitstekend) 
weet niet 
7a. Hoe betaalbaar is de kinderopvang waarvan u gebruik maakt? 
(erg goedkoop)   1   2   3   4   5   (erg duur) 
7b. Hoe betaalbaar is kinderopvang in het algemeen in uw omgeving? 
(erg goedkoop)   1   2   3   4   5   (erg duur) 
weet niet 
7c. welk percentage van uw salaris gaat op aan kinderopvang? (omcirkel) 
1. Minder dan 5% 
2. 5 tot 9% 
3. 10 tot 14% 
4. 15 tot 19% 
5. 20 tot 24% 
6. 25% of meer 
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8a. Waarom bent u weer aan het werk gegaan? (omcirkel zo nodig meer dan een 
antwoord): 
1. financiele noodzaak 
2. wilde mijn baan niet kwijtraken (‘baanbehoud’) 
3. behoud van carrierekansen 
4. persoonlijke voldoening in het werk 
5. anders (specificeer): 
8b. Geef de belangrijkste reden weer waarom u weer bent gaan werken (Geef het 
nummer van uw antwoord onder 8a):   _____________ 
9a. Voelde u zich verplicht weer te gaan werken voordat u hier echt weer aan toe 
was? 
(omcirkel): Ja Nee 
9b. Zo ja, in hoeverre beinvloedt dit volgens u uw werkprestaties? 
(helemaal niet)  1   2   3   4   5   (in hoge mate)    Niet van toepassing 
9c. Omschrijf hier op welke wijze een eventuele te snelle werkhervatting volgens u 
van invloed is op uw werkprestaties:  
_____________________________________________________________________
_____________________________________________________________________ 
  
10a. In welke mate wordt, volgens u, uw relatie met uw partner beinvloed door het 
feit dat u weer aan het werk bent gegaan? 
(geheel niet)  1   2   3   4   5   (in hoge mate)   Niet van toepassing. 
10b. Indien het onder 10a gestelde van toepassing is, geef dan hier een toelichting:  
_____________________________________________________________________
_____________________________________________________________________ 
 
11a. In welke mate wordt, volgens u, uw relatie met uw kind beinvloed door het feit 
dat u weer aan het werk bent gegaan? 
(geheel niet)  1   2   3   4   5   (in hoge mate)   Niet van toepassing. 
11b. Indien het onder 11a gestelde van toepassing is, geef dan hier een toelichting:  
_____________________________________________________________________
_____________________________________________________________________ 
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12a. In welke mate beinvloedt, volgens u, uw werkhervatting uw algehele 
stressniveau? 
  (geheel niet)   1   2   3   4   5  (in hoge mate)   Niet van toepassing. 
12b. Indien het onder 12a gestelde van toepassing is, geef dan hier een toelichting:  
_____________________________________________________________________
_____________________________________________________________________ 
 
 
In hoeverre bent u het eens met de volgende beweringen? 
 13a. De Nederlandse regering moet zorgen voor betaald ouderschapsverlof. 
    (sterk oneens)  1   2   3   4   5   (in hoge mate eens) 
13b. Indien u het met bovenstaande bewering oneens bent, geef dan hier een 
toelichting: 
_____________________________________________________________________
_____________________________________________________________________ 
  
13c. Indien u het met bovenstaande bewering eens bent, geef dan hier een toelichting: 
_____________________________________________________________________
_____________________________________________________________________ 
  
14a. Werkgevers moeten betaald ouderschapsverlof verlenen. 
(sterk oneens)   1   2   3   4   5  (in hoge mate eens) 
14b. Indien u het met bovenstaande bewering oneens bent, geef dan hier een 
toelichting: 
_____________________________________________________________________
_____________________________________________________________________ 
  
14c: Indien u het met bovenstaande bewering eens bent, geef dan hier een toelichting: 
_____________________________________________________________________
_____________________________________________________________________ 
  
15. Moeders zouden na de geboorte enige tijd niet moeten mogen werken. 
(sterk oneens)   1   2   3   4   5  (in hoge mate eens) 
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16. Het zou voor werkgevers verboden moeten zijn moeders onmiddellijk na een 
geboorte in dienst te hebben/nemen. 
(sterk oneens)   1   2   3   4   5  (in hoge mate eens) 
17a. Er zouden gelijke rechten moeten bestaan voor vaders en moeders met 
betrekking tot ouderschapsverlof. 
(sterk oneens)   1   2   3   4   5  (in hoge mate eens) 
17b. Er zouden gelijke rechten moeten bestaan voor vaders en moeders met 
betrekking tot betaald ouderschapsverlof. 
(sterk oneens)   1   2   3   4   5  (in hoge mate eens) 
18. Ouders moeten na ouderschapsverlof gegarandeerd hun eigen baan weer 
terugkrijgen. 
(sterk oneens)   1   2   3   4   5  (in hoge mate eens) 
19. Emolumenten (ziektekostenverzekering, ancienniteitsrechten, pensioenopbouw, 
etc.) moeten van kracht blijven tijdens het ouderschapverlof. 
(sterk oneens)   1   2   3   4   5  (in hoge mate eens) 
20. Ik ben bereid meer belasting te betalen ter dekking van de kosten van 
ouderschapsverlof. 
(sterk oneens)   1   2   3   4   5  (in hoge mate eens) 
21. De Nederlandse overheid loopt achter bij andere landen wat betreft het 
verstrekken van goede ouderschapsverlofregelingen. 
(sterk oneens)   1   2   3   4   5  (in hoge mate eens) 
Weet niet, geen mening 
22. De Nederlandse overheid zou moeders de eerste maanden na de geboorte van hun 
kind moeten betalen, opdat zij niet aan het werk hoeven te gaan voordat ze daar weer 
echt aan toe zijn. 
(sterk oneens)   1   2   3   4   5  (in hoge mate eens) 
23. Als moeders zonodig vrij willen nemen na de geboorte van hun kind, dan is dat 
hun zaak. De overheid hoeft hieraan geen geld te besteden. 
(sterk oneens)   1   2   3   4   5  (in hoge mate eens) 
24. In een concurrerende banenmarkt moeten vrouwen geen speciale voorzieningen 
eisen zoals (doorbetaald) ouderschapsverlof, als zij tenminste gelijk behandeld willen 
worden. 
(sterk oneens)   1   2   3   4   5  (in hoge mate eens) 
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25a. Er zou een tijdslimiet moeten zijn aan hoe lang werkgevers de baan van een 
vrouw na de geboorte kunnen reserveren. 
(sterk oneens)   1   2   3   4   5  (in hoge mate eens) 
25b. Er zou een tijdslimiet moeten zijn aan hoe lang werkgevers zaken zoals 
ziektekostenverzekering, pensioenopbouw, etc. voor een vrouw na de geboorte 
kunnen reserveren. 
(sterk oneens)   1   2   3   4   5  (in hoge mate eens) 
 
 
26a. Hoe lang zou de Nederlandse overheid moeders onbetaald ouderschapsverlof 
(N.B.: niet verwarren met zwangerschapsverlof!) moeten verlenen? 
1. Tot 12 weken na de geboorte 
2. 3 tot 5 maanden na de geboorte 
3. 6 tot 11 maanden na de geboorte 
4. 1 tot 2 jaar na de geboorte 
5. Zou dit helemaal niet moeten verlenen. 
26b. Hoe lang zou de Nederlandse overheid moeders betaald ouderschapsverlof 
moeten verlenen?  
1. Tot 12 weken na de geboorte 
2. 3 tot 5 maanden na de geboorte 
3. 6 tot 11 maanden na de geboorte 
4. 1 tot 2 jaar na de geboorte 
5. Zou dit helemaal niet moeten verlenen. 
27a. Hoe lang zou de Nederlandse overheid vaders onbetaald ouderschapsverlof 
moeten verlenen? 
1. Tot 12 weken na de geboorte 
2. 3 tot 5 maanden na de geboorte 
3. 6 tot 11 maanden na de geboorte 
4. 1 tot 2 jaar na de geboorte 
5. Zou dit helemaal niet moeten verlenen. 
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27b. Hoe lang zou de Nederlandse overheid vaders betaald ouderschapsverlof moeten 
verlenen? 
1. Tot 12 weken na de geboorte 
2. 3 tot 5 maanden na de geboorte 
3. 6 tot 11 maanden na de geboorte 
4. 1 tot 2 jaar na de geboorte 
5. Zou dit helemaal niet moeten verlenen. 
28a. Hoe lang zou, volgens u, een baan voor een moeder met ouderschapsverlof 
moeten worden vastgehouden (dus: gegarandeerd dezelfde baan na terugkeer)? 
1. Tot 12 weken na de geboorte 
2. 3 tot 5 maanden na de geboorte 
3. 6 tot 11 maanden na de geboorte 
4. 1 tot 2 jaar na de geboorte 
5. Zou helemaal niet moeten worden vastgehouden. 
28b. Hoe lang zouden, volgens u, voor een moeder emolumenten 
(ziektekostenverzekering, ancienniteitsrechten, pensioenopbouw, etc.) tijdens 
ouderschapsverlof moeten worden gecontinueerd? 
1. Tot 12 weken na de geboorte 
2. 3 tot 5 maanden na de geboorte 
3. 6 tot 11 maanden na de geboorte 
4. 1 tot 2 jaar na de geboorte 
5. Zouden helemaal niet moeten worden vastgehouden. 
29a. Hoe lang zou, volgens u, een baan voor een vader met ouderschapsverlof moeten 
worden vastgehouden (dus: gegarandeerd dezelfde baan na terugkeer)? 
1. Tot 12 weken na de geboorte 
2. 3 tot 5 maanden na de geboorte 
3. 6 tot 11 maanden na de geboorte 
4.1 tot 2 jaar na de geboorte 
5. Zou helemaal niet moeten worden vastgehouden. 
 
 
 
  228 
29b. Hoe lang zouden, volgens u, voor een vader emolumenten 
(ziektekostenverzekering, ancienniteitsrechten, pensioenopbouw, etc.) tijdens 
ouderschapsverlof moeten worden gecontinueerd? 
1.Tot 12 weken na de geboorte 
2. 3 tot 5 maanden na de geboorte 
3. 6 tot 12 maanden na de geboorte 
4. 1 tot 2 jaar na de geboorte 
5. Zouden helemaal niet moeten worden vastgehouden. 
30a. Bent u, in het algemeen, tevreden over het beleid met betrekking tot 
ouderschapsverlof zoals dat wordt gevoerd in dit land? 
(zeer ontevreden)   1   2   3   4   5   (zeer tevreden) 
30b. Indien u tevreden bent, geef hier uw toelichting:  
_____________________________________________________________________
_____________________________________________________________________ 
 
30c. Indien u ontevreden bent, geef dan hier weer wat er volgens u zou moeten 
worden veranderd:  
_____________________________________________________________________
_____________________________________________________________________ 
  
31. Bent u tevreden over... 
a. de duur van het verlof? 
              (zeer ontevreden)   1   2   3   4   5   (zeer tevreden) 
b. de financiele aspecten van het verlof? 
              (zeer ontevreden)   1   2   3   4   5   (zeer tevreden) 
c: het behoud van emolumenten (rechten) tijdens het verlof? 
              (zeer ontevreden)   1   2   3   4   5   (zeer tevreden) 
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32. In het algemeen: wat vindt u een redelijke periode voor ouderschapsverlof in dit 
land? Markeer deze periode op onderstaande tijdsbalk met een 'V' voor vaders en een 
‘M’ voor moeders. 
  
 
  0     1m        3m           6m           9m          1j              16m         18m        20m         2j 
 
F: Kennis over ouderschapsverlof 
 
1a. Bent u op de hoogte van het regeringsbeleid met betrekking tot 
ouderschapsverlof? 
Ja Nee 
1b: Zo ja, geef dan hier weer wat u hieromtrent weet:  
_____________________________________________________________________
_____________________________________________________________________ 
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Demografische gegevens 
Formulier voor de vader 
 
Datum: _________________ 
 
GEGEVENS OVER HET KIND 
 Geboortedatum kind:  _________________ 
Geslacht (omcirkel): Mannelijk  Vrouwelijk 
Is dit uw eerste kind? (omcirkel): Ja   Nee 
 
GEGEVENS OVER DE VADER 
Uw geboortedatum:  __________________ 
Burgerlijke staat (bijvoorbeeld: gehuwd met moeder van kind; ongehuwd maar 
samenwonend met moeder van kind, etc.):  -
________________________________________________________________ 
 
OPLEIDING (omcirkel wat van toepassing is; indien niet afgemaakt, vermeld tot en 
met welk jaar) 
1: Basisschool      
2: LBO 
3: MULO/MAVO    
4: HBS/HAVO      
5: VWO 
6: MBO 
7: HBO 
8: Universiteit (vermeld titel(s)):  ____________________________________ 
 
BEROEP 
Uw huidige beroep:  _________________________________________________ 
Is dit in voltijd of in deeltijd? (omcirkel): Voltijd  Deeltijd 
Werkt u in dienstverband of als zelfstandige? (omcirkel): Dienstverband  Zelfstandige 
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KINDEROPVANG (omcirkel antwoord(en)) 
1: geen kinderopvang nodig - er is een ouder thuis (moeder/vader) 
2: geen kinderopvang nodig - moeder en vader zorgen beurtelings voor kind(eren) 
3: een ander familielid zorgt voor kind(eren) (bijvoorbeeld oma, etc.) 
4: kinderdagverblijf 
5: kinderopvang bij niet-verwante oppas 
6: kinderopvang in eigen huis door niet-verwante oppas 
Indien meer dan een antwoord is omcirkeld, geef dan hier een korte toelichting: 
_____________________________________________________________________ 
_____________________________________________________________________ 
 
GEGEVENS OVER HET KIND 
Geboortedatum:  ___________________________ 
Welk van de onderstaande antwoorden geeft het beste de werkverdeling binnen uw 
gezin weer met betrekking tot de zorg voor het kind? (omcirkel een antwoord) 
 
1: De zorgtaak is gelijk verdeeld tussen vader en moeder 
2: Vader en moeder delen de zorgtaak, maar deze rust vooral op de moeder 
3: De zorgtaak rust vrijwel geheel op de moeder 
4: Vader en moeder delen de zorgtaak, maar deze rust vooral op de vader 
5: De zorgtaak rust vrijwel geheel op de vader 
  
Welk van de onderstaande antwoorden geeft het beste de werkverdeling binnen uw 
gezin weer met betrekking tot huishoudelijke taken? (omcirkel een antwoord) 
 
1: Deze taken worden gelijk verdeeld tussen vader en moeder 
2: Vader en moeder delen deze taken, maar zij rusten vooral op de moeder 
3: Het huishouden komt vrijwel geheel op de moeder neer 
4: Vader en moeder delen deze taken, maar zij rusten vooral op de vader 
5: Het huishouden komt vrijwel geheel op de vader neer 
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Verlofregeling ouders 
Formulier voor de vader 
 
Omcirkel het antwoord dat uw mening het beste weergeeft: 
A: De gevolgen van de zwangerschap en geboorte 
1: Was de zwangerschap gepland? Ja  Nee 
2: Hoe schaalt u uw gevoelens in met betrekking tot de zwangerschap? 
                              (negatief)   1   2   3   4   5   (positief) 
3: Hoe schaalt u uw partner's gevoelens in met betrekking tot de zwangerschap? 
                              (negatief)   1   2   3   4   5   (positief) 
4: Hoe zou u het effect van de geboorte op uw huwelijk/relatie omschrijven? 
                               (negatief)   1   2   3   4   5   (positief) 
5: Hoe zou u het effect van de geboorte omschrijven met betrekking tot uw gevoel 
van eigenwaarde? 
                               (negatief)   1   2   3   4   5   (positief) 
6: Hoe is uw partner hersteld van de geboorte? 
                               (slecht)      1   2   3   4   5  (uitstekend) 
7: Hoe was de reactie van uw werkgever op de geboorte? 
                               (negatief)   1   2   3   4   5   (positief) 
    (3 = geen reactie) 
8: In welke mate hebt u, volgens u, uw partner sinds de geboorte fysiek ondersteund 
(bijvoorbeeld met huishoudelijke taken)? 
                               (niet)         1   2   3   4   5   (aanzienlijk) 
9: In welke mate hebt u, volgens u, uw partner sinds de geboorte emotioneel 
ondersteund? 
                               (niet)         1   2   3   4   5   (aanzienlijk) 
10: Hoe vaak per dag denkt u aan of 'dagdroomt' u over uw kind? 
                               (geheel niet) 1   2   3   4   5  (vaak) 
11: In welke mate maakt u zich zorgen over de gezondheid (geestelijk en lichamelijk) 
van uw kind? 
                               (geheel niet) 1   2   3   4   5  (vaak) 
12: Hoe vaak maakt u zich zorgen dat u geen goede vader bent voor uw kind? 
                               (geheel niet) 1   2   3   4   5  (vaak) 
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13: Hoe vaak maakt u zich zorgen dat uw partner niet goed genoeg voor het kind 
zorgt? 
                               (geheel niet) 1   2   3   4   5  (vaak) 
14: Hoe zou u het temperament van uw kind omschrijven? (omcirkel een antwoord) 
1: Zeer moeilijk 
2: Moeilijk 
` 3: Soms moeilijk, soms niet 
4: Makkelijk 
5: Zeer makkelijk 
15: Hoe voorspelbaar is het dagpatroon van uw kind? 
                               (onvoorspelbaar)   1   2   3   4   5   (zeer voorspelbaar) 
 
B: Ervaring en kennis 
1: Hebt u als opgroeiend kind ooit voor jongere broertjes of zusjes (baby’s!) gezorgd, 
of hebt u ooit als babysitter op hen gepast? 
                               (absoluut niet)   1   2   3   4   5   (heel vaak) 
2a. Werkt u beroepshalve met baby’s? (omcirkel): Ja   Nee 
2b. Zo ja, beschrijf hier uw werk: 
_____________________________________________________________________ 
_____________________________________________________________________ 
3. Hoe zou u uw ervaringsniveau met baby’s omschrijven? 
(nihil)   1   2   3   4   5   (aanzienlijk) 
4a. Hebt u tijdens uw opleiding ooit kinderpsychologie, kinderontwikkeling, of 
verwante vakken gehad? 
(omcirkel):  Ja   Nee 
4b: Zo ja, omschrijf deze vakken/dit vak, met vermelding van het niveau: 
_____________________________________________________________________ 
_____________________________________________________________________ 
5. Maakt u gebruik van radio- en TV-programma's of populair-wetenschappelijke 
psychologieboeken om informatie te verwerven over zwangerschap, bevalling of 
kinderontwikkeling? 
                             (zelden)   1   2   3   4   5   (vaak) 
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6. Hoe zou u uw kennis omschrijven met betrekking tot kinderontwikkeling? 
                             (slecht)   1   2   3   4   5  (uitstekend)  
7. Hoe zou u uw kennis omschrijven met betrekking tot zwangerschap en bevalling? 
                             (slecht)   1   2   3   4   5  (uitstekend) 
 
C: Meningen en attitudes 
1. Vindt u dat het baren en grootbrengen van kinderen een van de belangrijkste en 
dankbaarste aspecten is van het leven van de vrouw (dus: van de vrouw in het 
algemeen, niet specifiek van uw partner)? 
                             (zeer oneens)   1   2   3   4   5   (zeer eens) 
2. Vindt u dat vaders en moeders de dagelijkse zorg voor kinderen gelijk moeten 
delen? 
                             (zeer oneens)   1   2   3   4   5   (zeer eens) 
3. Vindt u dat moeders thuis moeten blijven om voor hun jonge kinderen te zorgen? 
                             (zeer oneens)   1   2   3   4   5   (zeer eens) 
4. Vindt u dat mannen en vrouwen gelijke rechten moeten hebben wat betreft carriere 
en beroepssatisfactie? 
                             (zeer oneens)   1   2   3   4   5   (zeer eens) 
5. Bent u van mening dat het een blijvend effect op het kind zal hebben wanneer 
moeders weer te snel aan het werk gaan? 
                             (zeer oneens)   1  2   3    4   5   (zeer eens) 
Hoe zeer bent u het eens met de onderstaande beweringen? 
6. Zonder kinderen zou mijn leven erg onvolledig ('leeg') zijn. 
                             (zeer oneens)   1   2   3   4   5   (zeer eens) 
7. Mijn gezin is het belangrijkste aspect van mijn leven. 
                             (zeer oneens)   1   2   3   4   5   (zeer eens) 
8. Kinderen kunnen zich alleen tot gezonde en gelukkige volwassenen ontwikkelen in 
een liefdevol, twee-oudergezin. 
                             (zeer oneens)   1   2   3   4   5   (zeer eens) 
9. Ik betreur het dat gezinsnormen en -waarden de laatste jaren in onze samenleving 
aanzienlijk aan belang hebben ingeboet. 
                             (zeer oneens)   1   2   3   4   5   (zeer eens) 
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10. De overheid doet onvoldoende ter bevordering van vrouwenemancipatie. 
                             (zeer oneens)   1   2   3   4   5   (zeer eens) 
11. De overheid doet onvoldoende om werkende ouders goede en redelijk betaalbare 
kinderopvang te verschaffen. 
                             (zeer oneens)   1   2   3   4   5   (zeer eens) 
12a. Beschouwt u zichzelf als een 'gelovig' mens?    Ja Nee 
12b. Zo ja, in welke mate bent u echt 'praktiserend gelovige'? 
                             (zeer gering)   1   2   3   4   5   (in hoge mate) 
 
 
D: Werkprestaties en carriereperceptie  
1: Hoe zou u uw prestaties op uw werk omschrijven sinds het begin van uw partner's 
zwangerschap in vergelijking met uw prestaties van voor de zwangerschap? 
                              (aanzienlijk verslechterd)   1   2   3   4   5   (veel beter) 
2. Vindt u dat uw werk lijdt onder het feit dat u aan uw baby denkt? 
                              (zelden of niet)   1   2   3   4   5   (aanzienlijk) 
3. In welke mate is uw werk een belangrijk aspect van uw leven? 
                              (onbelangrijk)   1   2   3   4   5   (uitermate belangrijk) 
4. Hoe tevreden bent u over de regelingen zoals die op uw werk bestaan met 
betrekking tot zaken als ouderschapsverlof, etc.? 
                              (zeer ontevreden)   1   2   3   4   5   (uiterst tevreden) 
5. Hoe tevreden bent u over de wijze waarop uw carriere zich ontwikkelt? 
                              (zeer ontevreden)   1   2   3   4   5   (uiterst tevreden) 
6. Werkte uw moeder toen u opgroeide? (omcirkel):  Ja   Nee 
7. Zo ja, hoe belangrijk was uw moeder's werk toen voor haar zelfbeeld (zelfrespect, 
'ego')? 
                              (onbelangrijk)   1   2   3   4   5   (uiterst belangrijk) 
8. Beschouwt u zichzelf als een echte 'carrieremaker' ('Streber')? 
                              (geheel niet)   1   2   3   4   5   (ja) 
9. Beschouwt u zichzelf als iemand die veel presteert? 
                              (nauwelijks)   1   2   3   4   5  (ja) 
10. Werkt uw partner momenteel? (omcirkel):  Ja   Nee 
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11. Hoe tevreden bent u over de kinderopvangregeling terwijl uw partner aan het werk 
is? 
                              (zeer ontevreden)   1   2   3   4   5   (uiterst tevreden) 
12. Hoe beschouwt u uw werkprestaties sinds de geboorte? 
                              (aanzienlijk verslechterd)  1   2   3   4   5   (veel beter) 
13. In welke mate dwalen uw gedachten af naar uw baby tijdens uw werk? 
                              (weinig)   1   2   3   4   5  (veel) 
14a. Hoe zou u de reactie van uw kind omschrijven nu dat uw partner weer aan het 
werk is: 
1. Geen verandering 
2. Kind wat lastiger 
3. Kind veel lastiger 
4. Kind wat gemakkelijker 
5. Kind veel gemakkelijker 
14b. Geef hier een toelichting: 
_____________________________________________________________________ 
_____________________________________________________________________ 
Hoezeer bent u het eens met de volgende beweringen? 
15. Ik vind goed presteren op het werk erg belangrijk. 
                              (zeer oneens)  1   2   3   4   5   (zeer eens) 
16. Mijn carriere geeft me meer voldoening dan wat dan ook in mijn leven. 
                              (zeer oneens)  1   2   3   4   5   (zeer eens) 
17. Zonder mijn carriere zou mijn leven erg onvervuld ('leeg') zijn. 
                              (zeer oneens)  1   2   3   4   5   (zeer eens) 
 
 
E: Opvattingen over ouderschapsverlof 
1. Hoe lang na de geboorte moet volgens u een vrouw weer aan het werk gaan? 
(Vermeld aantal weken, maanden of jaren. Geef slechts een antwoord). 
____ weken na de geboorte 
____ maanden na de geboorte 
____ jaar na de geboorte 
2a. Is uw mening over ouderschapsverlof sinds de geboorte veranderd?   Ja   Nee 
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2b. Zo ja, geef hier een korte toelichting:  _________________________________ 
___________________________________________________________________ 
3a. Hoe lang na de geboorte is uw partner weer aan het werk gegaan? (Vul het aantal 
weken of maanden in). 
____weken 
____maanden 
3b. Na hoeveel tijd had volgens u uw partner weer aan het werk moeten gaan (‘ideale’ 
periode)? 
____weken 
____maanden 
____jaar 
3c. Werd een deel van de periode dat uw partner niet werkte gezien als 
zwangerschapsverlof? 
(Zwangerschapsverlof maakt het een moeder mogelijk vrijaf te nemen om lichamelijk 
te herstellen van de bevalling; het is dus iets anders dan ouderschapsverlof, de periode 
die beide ouders vrijaf kunnen nemen om voor hun baby te zorgen). 
(omcirkel):     Ja    Nee    Weet niet 
3d. Als uw partner zwangerschapsverlof had, geef dan de periode aan gedurende 
welke haar salaris werd doorbetaald: 
____weken 
____maanden 
Niet van toepassing 
4a. Hebt u enige tijd vrijaf genomen na de geboorte van uw kind?  
(Omcirkel):  Ja    Nee 
4b. Zo ja, hoe lang na de geboorte bent u weer gaan werken? (Vul het aantal dagen, 
weken of maanden in. Geef slechts een antwoord). 
____dagen 
____weken 
____maanden 
4c. Hoe lang na de geboorte had u het liefst weer aan het werk willen gaan? (Vul het 
aantal dagen, weken of maanden in). 
____dagen 
____weken 
____maanden 
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5a. Huidige kinderopvang: Wie zorgt er voor uw kind terwijl u en/of uw partner 
werkt/werken? (Omcirkel zo nodig meer dan een antwoord): 
1. alleen de moeder 
2. alleen de vader 
3. vader en moeder om beurten 
4. oma of andere familieleden 
5. een niet-verwante persoon in zijn of haar huis 
6. een kinderdagverblijf 
7. een niet-verwante persoon in uw eigen huis (bijvoorbeeld een 
 kinderoppas). 
5b. Zo u meer dan een van de bovengenoemde mogelijkheden hebt omcirkeld, wat is 
dan de belangrijkste vorm van kinderopvang? (Geef het nummer van uw antwoord 
onder 5a):  _____ 
 
5c. Vindt de belangrijkste vorm van kinderopvang in voltijd of in deeltijd plaats? 
(Omcirkel):  Voltijd    Deeltijd 
6a. Hoe beoordeelt u de kwaliteit van de door u gebruikte vorm(en) van 
kinderopvang? 
                        (slecht)   1   2   3   4   5   (uitstekend) 
6b. Hoe beoordeelt u de kwaliteit van kinderopvang in het algemeen in uw omgeving? 
    (slecht)   1   2   3   4   5   (uitstekend) 
weet niet 
7a. Hoe betaalbaar is de kinderopvang waarvan u gebruik maakt? 
(erg goedkoop)   1   2   3   4   5   (erg duur) 
7b. Hoe betaalbaar is kinderopvang in het algemeen in uw omgeving? 
(erg goedkoop)   1   2   3   4   5   (erg duur) 
weet niet 
7c. welk percentage van uw salaris gaat op aan kinderopvang? (omcirkel) 
1. Minder dan 5% 
2. 5 tot 9% 
3. 10 tot 14% 
4. 15 tot 19% 
5. 20 tot 24% 
6. 25% of meer 
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8a. Waarom is uw partner weer aan het werk gegaan? (omcirkel zo nodig meer dan 
een antwoord): 
1. financiele noodzaak 
2. wilde haar baan niet kwijtraken (‘baanbehoud’) 
3. behoud van carrierekansen 
4. persoonlijke voldoening in het werk 
5. anders (specificeer): 
8b. Geef de belangrijkste reden weer waarom uw partner weer is gaan werken (Geef 
het nummer van uw antwoord onder 8a): _________ 
 
9a. Voelde uw partner zich verplicht weer te gaan werken voordat zij hier echt weer 
aan toe was? 
(omcirkel):  Ja   Nee 
9b. Zo ja, in hoeverre beinvloedt dit volgens u haar werkprestaties? 
(helemaal niet)  1   2   3   4   5   (in hoge mate)    Niet van 
toepassing 
9c. Omschrijf hier op welke wijze een eventuele te snelle werkhervatting volgens u 
van invloed is op uw partner’s 
werkprestaties:_____________________________________ 
_____________________________________________________________________ 
_____________________________________________________________________ 
10a. In welke mate wordt, volgens u, uw relatie met uw partner beinvloed door het 
feit dat zij weer aan het werk is gegaan? 
                    (geheel niet)  1   2   3   4   5   (in hoge mate)   Niet van toepassing. 
10b. Indien het onder 10a gestelde van toepassing is, geef dan hier een toelichting: 
_____________________________________________________________________ 
_____________________________________________________________________ 
11a. In welke mate wordt, volgens u, uw relatie met uw kind beinvloed door het feit 
dat uw partner weer aan het werk is gegaan? 
                        (geheel niet)  1   2   3   4   5   (in hoge mate)   Niet van toepassing. 
11b. Indien het onder 11a gestelde van toepassing is, geef dan hier een toelichting: 
_____________________________________________________________________ 
_____________________________________________________________________ 
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12a. In welke mate beinvloedt, volgens u, uw partner’s werkhervatting uw algehele 
stressniveau? 
                           (geheel niet)   1   2   3   4   5  (in hoge mate)   Niet van toepassing. 
12b. Indien het onder 12a gestelde van toepassing is, geef dan hier een toelichting: 
_____________________________________________________________________ 
_____________________________________________________________________ 
In hoeverre bent u het eens met de volgende beweringen? 
 13a. De Nederlandse regering moet zorgen voor betaald ouderschapsverlof. 
                           (sterk oneens)  1   2   3   4   5   (in hoge mate eens) 
13b. Indien u het met bovenstaande bewering oneens bent, geef dan hier een 
toelichting: 
_____________________________________________________________________ 
_____________________________________________________________________ 
 
13c. Indien u het met bovenstaande bewering eens bent, geef dan hier een toelichting: 
_____________________________________________________________________ 
_____________________________________________________________________ 
  
14a. Werkgevers moeten betaald ouderschapsverlof verlenen. 
                           (sterk oneens)   1   2   3   4   5  (in hoge mate eens) 
14b. Indien u het met bovenstaande bewering oneens bent, geef dan hier een 
toelichting: 
_____________________________________________________________________ 
_____________________________________________________________________ 
  
14c: Indien u het met bovenstaande bewering eens bent, geef dan hier een toelichting: 
_____________________________________________________________________ 
_____________________________________________________________________ 
15. Moeders zouden na de geboorte enige tijd niet moeten mogen werken. 
                           (sterk oneens)   1   2   3   4   5  (in hoge mate eens) 
16. Het zou voor werkgevers verboden moeten zijn moeders onmiddellijk na een 
geboorte in dienst te hebben/nemen. 
                           (sterk oneens)   1   2   3   4   5  (in hoge mate eens) 
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17a. Er zouden gelijke rechten moeten bestaan voor vaders en moeders met 
betrekking tot ouderschapsverlof. 
                           (sterk oneens)   1   2   3   4   5  (in hoge mate eens) 
17b. Er zouden gelijke rechten moeten bestaan voor vaders en moeders met 
betrekking tot betaald ouderschapsverlof. 
                           (sterk oneens)   1   2   3   4   5  (in hoge mate eens) 
18. Ouders moeten na ouderschapsverlof gegarandeerd hun eigen baan weer 
terugkrijgen. 
                           (sterk oneens)   1   2   3   4   5  (in hoge mate eens) 
19. Emolumenten (ziektekostenverzekering, ancienniteitsrechten, pensioenopbouw, 
etc.) moeten van kracht blijven tijdens het ouderschapverlof. 
                           (sterk oneens)   1   2   3   4   5  (in hoge mate eens) 
20. Ik ben bereid meer belasting te betalen ter dekking van de kosten van 
ouderschapsverlof. 
                           (sterk oneens)   1   2   3   4   5  (in hoge mate eens) 
21. De Nederlandse overheid loopt achter bij andere landen wat betreft het 
verstrekken van goede ouderschapsverlofregelingen. 
              (sterk oneens)   1   2   3   4   5  (in hoge mate eens)     Weet niet, geen mening 
22. De Nederlandse overheid zou moeders de eerste maanden na de geboorte van hun 
kind moeten betalen, opdat zij niet aan het werk hoeven te gaan voordat ze daar weer 
echt aan toe zijn. 
                           (sterk oneens)   1   2   3   4   5  (in hoge mate eens) 
23. Als moeders zonodig vrij willen nemen na de geboorte van hun kind, dan is dat 
hun zaak. De overheid hoeft hieraan geen geld te besteden. 
                           (sterk oneens)   1   2   3   4   5  (in hoge mate eens) 
24. In een concurrerende banenmarkt moeten vrouwen geen speciale voorzieningen 
eisen zoals (doorbetaald) ouderschapsverlof, als zij tenminste gelijk behandeld willen 
worden. 
                           (sterk oneens)   1   2   3   4   5  (in hoge mate eens) 
25a. Er zou een tijdslimiet moeten zijn aan hoe lang werkgevers de baan van een 
vrouw na de geboorte kunnen reserveren. 
                           (sterk oneens)   1   2   3   4   5  (in hoge mate eens) 
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25b. Er zou een tijdslimiet moeten zijn aan hoe lang werkgevers zaken zoals 
ziektekostenverzekering, pensioenopbouw, etc. voor een vrouw na de geboorte 
kunnen reserveren. 
    (sterk oneens)   1   2   3   4   5  (in hoge mate eens) 
26a. Hoe lang zou de Nederlandse overheid moeders onbetaald ouderschapsverlof 
(N.B.: niet verwarren met zwangerschapsverlof!) moeten verlenen? 
1. Tot 12 weken na de geboorte 
2. 3 tot 5 maanden na de geboorte 
3. 6 tot 11 maanden na de geboorte 
4. 1 tot 2 jaar na de geboorte 
5. Zou dit helemaal niet moeten verlenen. 
26b. Hoe lang zou de Nederlandse overheid moeders betaald ouderschapsverlof 
moeten verlenen?  
1. Tot 12 weken na de geboorte 
2. 3 tot 5 maanden na de geboorte 
3. 6 tot 11 maanden na de geboorte 
4. 1 tot 2 jaar na de geboorte 
5. Zou dit helemaal niet moeten verlenen. 
27a. Hoe lang zou de Nederlandse overheid vaders onbetaald ouderschapsverlof 
moeten verlenen? 
1. Tot 12 weken na de geboorte 
2. 3 tot 5 maanden na de geboorte 
3. 6 tot 11 maanden na de geboorte 
4. 1 tot 2 jaar na de geboorte 
5. Zou dit helemaal niet moeten verlenen. 
27b. Hoe lang zou de Nederlandse overheid vaders betaald ouderschapsverlof moeten 
verlenen? 
1. Tot 12 weken na de geboorte 
2. 3 tot 5 maanden na de geboorte 
3. 6 tot 11 maanden na de geboorte 
4. 1 tot 2 jaar na de geboorte 
5. Zou dit helemaal niet moeten verlenen. 
28a. Hoe lang zou, volgens u, een baan voor een moeder met ouderschapsverlof 
moeten worden vastgehouden (dus: gegarandeerd dezelfde baan na terugkeer)? 
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1. Tot 12 weken na de geboorte 
2. 3 tot 5 maanden na de geboorte 
3. 6 tot 11 maanden na de geboorte 
4. 1 tot 2 jaar na de geboorte 
5. Zou helemaal niet moeten worden vastgehouden. 
28b. Hoe lang zouden, volgens u, voor een moeder emolumenten 
(ziektekostenverzekering, ancienniteitsrechten, pensioenopbouw, etc.) tijdens 
ouderschapsverlof moeten worden gecontinueerd? 
1. Tot 12 weken na de geboorte 
2. 3 tot 5 maanden na de geboorte 
3. 6 tot 11 maanden na de geboorte 
4. 1 tot 2 jaar na de geboorte 
5. Zouden helemaal niet moeten worden vastgehouden. 
29a. Hoe lang zou, volgens u, een baan voor een vader met ouderschapsverlof moeten 
worden vastgehouden (dus: gegarandeerd dezelfde baan na terugkeer)? 
1. Tot 12 weken na de geboorte 
2. 3 tot 5 maanden na de geboorte 
3. 6 tot 11 maanden na de geboorte 
4.1 tot 2 jaar na de geboorte 
5. Zou helemaal niet moeten worden vastgehouden. 
29b. Hoe lang zouden, volgens u, voor een vader emolumenten 
(ziektekostenverzekering, ancienniteitsrechten, pensioenopbouw, etc.) tijdens 
ouderschapsverlof moeten worden gecontinueerd? 
1.Tot 12 weken na de geboorte 
2. 3 tot 5 maanden na de geboorte 
3. 6 tot 12 maanden na de geboorte 
4. 1 tot 2 jaar na de geboorte 
5. Zouden helemaal niet moeten worden vastgehouden. 
30a. Bent u, in het algemeen, tevreden over het beleid met betrekking tot 
ouderschapsverlof zoals dat wordt gevoerd in dit land? 
(zeer ontevreden)   1   2   3   4   5   (zeer tevreden) 
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30b. Indien u tevreden bent, geef hier uw toelichting: 
 ____________________________________________________________________ 
_____________________________________________________________________ 
30c. Indien u ontevreden bent, geef dan hier weer wat er volgens u zou moeten 
worden veranderd: 
_____________________________________________________________________ 
_____________________________________________________________________ 
  
31. Bent u tevreden over... 
a. de duur van het verlof? 
(zeer ontevreden)   1   2   3   4   5   (zeer tevreden) 
b. de financiele aspecten van het verlof? 
(zeer ontevreden)   1   2   3   4   5   (zeer tevreden) 
c: het behoud van emolumenten (rechten) tijdens het verlof? 
(zeer ontevreden)   1   2   3   4   5   (zeer tevreden) 
  
32. In het algemeen: wat vindt u een redelijke periode voor ouderschapsverlof in dit 
land? Markeer deze periode op onderstaande tijdsbalk met een 'V' voor vaders en een 
‘M’ voor moeders. 
 
 
  0     1m        3m           6m           9m          1j              16m         18m        20m         2j 
F: Kennis over ouderschapsverlof 
 
1a. Bent u op de hoogte van het regeringsbeleid met betrekking tot 
ouderschapsverlof?   
Ja    Nee 
1b: Zo ja, geef dan hier weer wat u hieromtrent weet: 
_____________________________________________________________________ 
_____________________________________________________________________ 
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Samenvatting 
 
Een van de belangrijkste demografische veranderingen in de laatste 50 jaar is de 
grote toename van het aantal werkende vrouwen, en, specifiek voor de laatste 25 
jaar, het aantal werkende moeders. Dit, gecombineerd met de stijging van het 
aantal echtscheidingen en het alleenstaand moederschap, maakt dat het 
traditionele kerngezin uit de jaren vijftig verouderd is. Vandaag de dag is het 
gezin dat vroeger gekenmerkt werd door een mannelijke kostwinner en een 
fulltime huisvrouw vervangen door het tweeverdieners gezinsmodel of het model 
met de moeder als alleenverdiener.  In lijn met deze veranderingen moesten 
samenlevingen de nieuwe problemen aanpakken die gepaard gingen met de 
combinatie van betaald werk buitenshuis en  een gezinsleven. Van overheidswege 
gereguleerd ouderschapsverlof is een van de vormen van beleid die in de 
afgelopen vijftien jaar door diverse landen op de wetgevende agenda zijn gezet. 
Zelfs in de Verenigde Staten, waar overheidsregulatie minimaal is, is in 1993 een 
vorm van nationaal ouderschapsverlof opgenomen in de Family and Medical 
Leave Act (FMLA).  
 Wat zijn de verschillen tussen landen in hun ouderschapsregelingen? Zijn 
ouders tevreden met de ouderschapsregelingen in hun land? En, helpen deze 
regelingen ouders inderdaad met waar ze voor bedoeld zijn – namelijk, 
ondersteunen zij ouders echt bij het combineren van hun werk buitenshuis met de 
zorg voor hun kinderen? Aangezien ouderschapsverlof tevens bedoeld is om 
gelijkheid tussen de seksen te bewerkstelligen door het voor beide ouders 
eenvoudiger te maken om betaalde arbeid en zorg te combineren, is het de vraag 
of dit ook daadwerkelijk het geval is, en zo ja, hoe, en in welke mate.  
 Twee landen met zeer verschillende benaderingen van 
ouderschapsregelingen zijn gekozen als case studies:  Nederland en de Verenigde 
Staten. In Nederland is sprake van een hybride vorm van de verzorgingsstaat, als 
gevolg van een mix tussen sociaal-democratisch en conservatief beleid.  Sociaal 
beleid in Nederland is in sommige opzichten zeer genereus vergeleken met 
andere landen.  Echter, er is tevens sprake van typisch Europees (Europese Unie) 
beleid met betrekking tot ouderschapsverlof.  Op andere gebieden is Nederland 
een atypische EU-lidstaat. De lange ideologische traditie van het beschermen van 
het moederschap is recentelijk gecombineerd met het stimuleren van deelname 
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van moeders aan de arbeidsmarkt.  Nederlands beleid ten aanzien van flexibiliteit 
op de arbeidsmarkt heeft er bijvoorbeeld toe geleid dat Nederland in de EU 
koploper is met het aantal parttimers, met name moeders. Aan de andere kant is 
in de Verenigde Staten sprake van waarschijnlijk de meest minimale vorm van 
sociaal beleid van alle geïndustrialiseerde landen.  De V.S. zijn het voorbeeld van 
een liberal welfare state regime waarbij regulering en sociaal beleid door de 
overheid meestal ondergeschikt zijn aan de ideologie van de vrije markt en de 
privé persoon.  Anders dan in Nederland, werken grote aantallen Amerikaanse 
vaders en moeders fulltime. Zij staan voor dezelfde problemen bij het 
combineren van werk en gezinsleven, maar hebben veel minder mogelijkheden of 
vangnetten. 
 Door de VS te vergelijken met een Noord-west Europees land, waar het 
sociaal beleid totaal verschillend is, ontstond een beeld van de invloedrijke rol die 
de overheid speelt bij het  ondersteunen van ouders om arbeid te combineren met 
het verzorgen en opvoeden van kinderen.  De hypothese was dat de landen met 
een vooral sociaal-democratische structuur, werkende ouders succesvollere 
ouderschpasregelingen zouden bieden.  Succes werd bepaald door de mate van 
zelfgerapporteerde tevredenheid bij ouders en aan de hand van de WHO Quality 
of Life vragenlijst. 
 In 2004 is onderzoek gedaan om het welbevinden en de attitude van 
ouders ten aanzien van ouderschapsverlof te meten.  Zevenentwintig Nederlandse 
gezinnen (n=49) en zevenentwintig gezinnen in de Verenigde Staten (n=47) 
werden persoonlijk geïnterviewd over hoe zij betaald werk combineerden met 
hun gezinsleven. Ook werden vragen gesteld over hun opvattingen ten aanzien 
van gezinsbeleid in hun land, de invloed die de ouderschapsregelingen in hun 
land (of staat) hadden op het ouderschap, de invloed die ouderschapsverlof had 
op attitudes en keuzes ten aanzien van het werk, hun algemene opvattingen over 
werkende ouders en welke aspecten verbeteringen behoefden om arbeid en zorg 
voor kinderen beter te kunnen combineren. 
 Voor het werven van respondenten werden er oproepen voor het 
onderzoek geplaatst in kinderdagverblijven, peuterspeelzalen en preschools, 
wachtkamers van artsen, supermarkten, verschillende bedrijven, universiteiten, 
websites over opvoeding, en nieuwsbrieven van scholen.  Ouders werd gevraagd 
de onderzoeker te bellen of te emailen als zij geïnterviewd wilden worden.  
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Deelnemers werden uitgenodigd als zij aan de volgende criteria voldeden: arbeid 
buitenshuis gedurende minimaal twee dagen per week in combinatie met het 
verzorgen van een of meerdere kinderen van vijf jaar of jonger.  In het geval van 
twee-ouder gezinnen moesten beide ouders buitenshuis werken.  De gemiddelde 
leeftijd van de moeders was 32 jaar en de gemiddelde leeftijd van de vaders was 
36 jaar.  Lage, midden- en hoge inkomens waren allemaal in het onderzoek 
vertegenwoordigd, alhoewel niet gelijk verdeeld. De interviews werden 
individueel gehouden om vertrouwelijkheid en spreekvrijheid te garanderen.  
Bovendien vulden alle ouders de Parental Leave Inventory (Feldman & Zigler, 
1995) in, een vragenlijst over tevredenheid met ouderschapsverlof, evenals de 
complete subschalen van de WHO QoL-100 vragenlijst voor Nederlandse en 
Amerikaanse populaties (Bononi & Patrick, 1997; de Vries & van Heck, 1995). 
 Bevindingen worden gepresenteerd te midden van de bespreking van 
Nederlands en Amerikaans sociaal beleid en demografische kenmerken. 
Hoofdstuk een en twee geven een historisch overzicht van de het Nederlandse en 
Amerikaanse sociale beleid.  De historische context waarin het Nederlandse en 
Amerikaanse gezinsbeleid zich gedurende de laatste eeuw hebben ontwikkeld, is 
beschreven aan de hand van een genderanalyse.  Het Anglo-Amerikaanse model 
voor de organisatie van werk is tegenover het Europese model gezet.  Uit deze 
analyse blijkt dat beslissingen van mannen en vrouwen betreffende betaald en 
onbetaald werk beïnvloed worden door overheidsregulering en –beleid.  Dat wil 
zeggen, de Nederlandse en Amerikaanse vaders en moeders nemen op 
verschillende wijzen deel aan betaalde en onbetaalde arbeid, afhankelijk van de 
mate van betrokkenheid van de overheid.  De Nederlanders zijn in een betere 
positie om gelijkheid tussen de seksen te bewerkstelligen als gevolg van deze 
verschillen in sociaal beleid.  Verder blijken er klasseverschillen: in tegenstelling 
tot de Nederlandse gezinnen lijden de Amerikaanse gezinnen onder een gebrek 
aan betrokkenheid van de overheid.  Dit is het meest schrijnend in het geval van 
alleenstaande moeders met een laag inkomen.  
 In hoofdstuk drie worden statistische en narratieve analyses van de data 
gegeven. Terwijl zowel Amerikaanse als Nederlandse mannen en vrouwen vóór 
de geboorte van hun eerste kind vaak fulltime werken, beginnen de culturen 
drastisch uiteen te lopen ná de geboorte van het eerste kind.  De meeste 
Nederlandse moeders (de alleenstaande moeders incluis) gaan parttime werken 
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terwijl de meeste Amerikaanse moeders fulltime blijven werken. Dit ofschoon de 
meerderheid van zowel Nederlandse als Amerikaanse ouders een levensstijl 
prefereren waarin een of beide ouders minder dan fulltime werken.  Waar de 
meeste ouders de voorkeur geven aan een gezinsmodel waarin op zijn minst een 
van beide ouders parttime werkt, zijn het alleen de Nederlandse ouders die 
inderdaad hun totaal aantal uren reduceren (hoewel in de onderzoekspopulatie 
een belangrijk percentage mannen minder uren werkte, zijn het in de algemene 
populatie vooral de vrouwen die minder uren gaan werken nadat zij kinderen 
hebben gekregen).  Er bleek een direct verband met de Nederlandse wetgeving 
betreffende parttime werk en ouderschapsregelingen.  Het is belangrijk om op te 
merken dat er geen statistisch significante verschillen waren in de mate waarin 
ouders van beide culturen hun carrière belangrijk vonden; de meeste ouders 
vonden betaald werk belangrijk voor hun identiteit.  Ook al bleven de meeste 
Amerikaanse ouders fulltime werken, zij voelden een even sterk behoefte om 
meer tijd met hun kinderen door te brengen.  Echter, Amerikaanse ouders hadden 
sterk het idee dat zij niet de keuze hadden om minder uren te werken, omdat zij 
hiermee hun pensioen, zorgverzekering, baanzekerheid en beloning op het spel 
zetten.  In het algemeen waren Amerikaanse ouders traditioneler in hun 
sekserolopvattingen ten opzichte van betaald en onbetaald werk, maar de 
Amerikaanse vaders hadden de meest traditionele opvattingen:  een kwart van de 
Amerikaanse vaders had voorkeur voor de kostwinnerrol waarbij hun partner 
thuisbleef als huisvrouw en moeder.  
 Meer dan de helft van de Nederlandse moeders maakte gebruik van 
ouderschapsverlof tegen ongeveer tien procent van de Nederlandse vaders.  
Daarentegen maakte geen van de Amerikaanse moeders of vaders gebruik van de 
FMLA.  Het wekte dan ook geen verbazing dat de meerderheid van de 
Nederlandse moeders van mening was dat ouderschapsverlof behulpzaam was bij 
het combineren van arbeid met het verzorgen van kinderen.  Iets minder dan een 
derde van de Nederlandse vaders was dezelfde mening toegedaan.  De 
belangrijkste kritiek op de Nederlandse ouderschapsverlofregelingen was dat het 
geen universeel betaald verlof was (en dit was ook de hoofdreden dat 
Nederlandse vaders er geen gebruik van maakten).  Slechts één Amerikaanse 
moeder en één Amerikaanse vader stelden dat de ouderschapsregelingen in de 
Verenigde Staten gezinnen echt ondersteunden (vanwege de rechtsbescherming 
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van werk).  Interessant genoeg leken de Nederlandse vaders meer op de 
Amerikaanse moeders in hun opvattingen met betrekking tot 
overheidsbemoeienis met het gezinsleven en organisatiecultuur:  zij gaven de 
voorkeur aan directe subsidies van de overheid voor betaald verlof en 
kinderopvang; en zij waren meer voor hogere belastingen voor deze programma’s 
dan de Nederlandse moeders en de Amerikaanse vaders. 
 Driekwart van de Amerikaanse moeders voelde zich gedwongen 
voortijdig terug te keren naar het werk tegenover eenderde van de Nederlandse 
moeders. Dit hangt direct samen met het verschil in wetgeving qua 
zwangerschapsverlof.  De Nederlanders hebben 16 weken volledig doorbetaald 
zwangerschapsverlof, terwijl de Verenigde Staten geen algemene wettelijke 
regeling hebben voor werkende moeders (alhoewel sommige Amerikanen in de 
gelegenheid zijn betaald verlof op te nemen of tijdelijk gebruik te maken van een 
“verzuimregeling” als moederschapsverlof.  Dit is afhankelijk van de regelingen 
via het werk en/of het beleid van de desbetreffende staat).  Tweederde van de 
Amerikaanse moeders en vaders noemden financiële noodzaak als de 
belangrijkste reden om terug te keren naar het werk terwijl meer dan tweederde 
van de Nederlandse ouders persoonlijke satisfactie noemden als hún belangrijkste 
reden. Op het gebied van vaderschapsverlof, waren Nederlandse en Amerikaanse 
ouders het er over eens dat hun land een veel langer verlof zou moeten bieden 
opdat mannen meer betrokken zouden kunnen zijn bij de zorg voor hun 
pasgeborene (of, in het geval van Amerika, om vaderschapsverlof in te stellen dat 
op het moment nog niet bestaat).  
 Flexibiliteit in het werk, kinderopvang, ondersteuning door de partner, 
ondersteuning door de werkgever, en ouderschapsregelingen van overheidswege 
werden genoemd als de belangrijkste factoren die ouders hielpen om werk en 
gezin te combineren.  Nederlandse ouders noemden flexibiliteit in het werk het 
meest als zijnde nuttig.  Met name de Nederlandse moeders gebruikten 
ouderschapsverlof als aanvullende maatregel om hun werkweek te verkorten. 
Door Nederlandse ouders werd in het algemeen 2 á 3 dagen per week gebruik 
gemaakt van professionele kinderopvang; zij waren in het algemeen blij met de 
opvang alhoewel sommigen de kosten te hoog vonden.  Amerikaanse ouders 
noemden flexibiliteit in het werk als zij in het onderwijs zaten; dit had te maken 
met de aard van hun werk, en niet met een gezinsvriendelijk beleid van de 
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overheid of de werkgever.  Van professionele kinderopvang werd in de meeste 
gevallen 5 dagen per week gebruik gemaakt en veel Amerikaanse ouders stelden 
dat de kosten enorm waren.  De meeste ouders van beide culturen waren van 
mening dat werkgevers in het algemeen meer ondersteuning moesten bieden aan 
werkende ouders. Terwijl de meeste moeders uit beide culturen ondersteuning 
door de partner als nuttig noemden voor de combinatie arbeid en zorg, werd 
ondersteuning door de partner door de vaders niet genoemd.  Daar er in de V.S. 
nauwelijks sprake is van sociaal beleid, is het weinig verrassend dat Amerikaanse 
ouders veel minder tevreden waren over de ouderschapsregelingen van hun 
overheid dan de Nederlandse ouders.  Zoals een Amerikaanse vader het stelde: 
“De overheid in de VS is pro-geboorte, niet pro-life; want zodra een kind geboren 
is kan het ze niets schelen wat er gebeurt”.  
 In hoofdstuk vier zijn de zorgpraktijken van werkende vaders uitgewerkt. 
Een belangrijk aantal vaders paste zijn werkschema aan om ruimte te creeren 
voor ‘vader zorgdagen’.  Echter, de Nederlandse vaders hadden al tweemaal zo 
vaak ‘vader zorgdagen’. Vaders die vrij namen van hun werk om een grotere rol 
te spelen bij de zorg voor hun kinderen, hadden minder traditionele 
sekserolopvattingen en een hoger opleidingsniveau. Twee typen vaderlijke 
zorgpraktijken konden worden onderscheiden na analyse van de interviews met 
vaders: deze zijn ‘home alone’ of ‘home alone traditional’ genoemd. ‘Home 
alone’ vaders definieerden hun zorgtaken als ‘werk’en niet als ‘papadag’, and 
benadrukten dat zorgarbeid zou moeten worden erkend als werk en niet als vrije 
tijd of speeltijd.  ‘Home alone traditional’ vaders namen wel vrij van hun werk 
om meer tijd met de kinderen door te brengen, maar er bleef thuis een traditionele 
taakverdeling in stand.  
 In hoofdstuk vijf worden ‘maternal walls’ onder de loep gelegd – dit zijn 
de belemmeringen die worden gecreëerd door seksestereotypering en 
discriminatie op het werk. Veel ouders bemerkten een zekere behoudzucht in de 
organisatiecultuur, die een belemmering vormde voor degenen die minder wilden 
werken of hun arbeidstijden wilden aanpassen met het oog op 
zorgverantwoordelijkheden.  Zij spraken van “een stille code” en “ongeschreven 
regels” waarbij promotiekansen of de baanzekerheid bedreigd zouden worden als 
ze om ouderschapsverlof vroegen.  Met name de moeders noemden barrières die 
leidden tot demotie of ontslagen.  Amerikaanse vaders vonden het moeilijk om de 
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balans te vinden tussen arbeid en zorg vanwege de culturele nadruk op “corporate 
capital” (het grootbrengen van kinderen, “growing human capital”, wordt van 
ondergeschikt belang geacht).  Veel Nederlandse vaders daarentegen waren 
duidelijk van mening dat zij onderdeel waren van een matrix van arbeid en zorg; 
zij hadden het gevoel dat zowel de overheid als de werkgever, hoewel niet 
perfect, èn hun rol als werknemer èn hun rol als verlener van zorg op waarde 
schatten.  
 Geconcludeerd kan worden dat Nederlands gezinsbeleid ouders meer 
gelegenheid biedt om gelijkheid tussen de seksen te bewerkstelligen, terwijl de 
Amerikaanse ouders nog steeds problemen hebben met het handhaven van 
basisbehoeften zoals een ziektekostenverzekering of tijd met hun kinderen.  In 
het tijdperk van de ‘nieuwe economie’ lopen de VS duidelijk achter bij Noord-
West Europa als het aankomt op flexibiliteit in werk, seksegelijkheid, en kwaliteit 
van leven.  Met hoge armoedecijfers, weinig of geen gezinsbeleid, en een groot 
gebrek aan diensten op het gebied van kinderzorg en –onderwijs,  heeft de 
Amerikaanse overheid nog heel wat te doen aan de aanhoudende behoefte om 
verantwoordelijkheden ten aanzien van arbeid en gezin met elkaar in evenwicht 
te brengen. Deze data ondersteunen het argument dat werkende ouders behoefte 
hebben aan de steun van familie, de werkgever en de overheid, ongeacht de 
gezinssamenstelling en sociaal-economische status.  Ouderschapsregelingen in 
Nederland hebben de arbeidspositie van vrouwen versterkt en een meer 
ontspannen omgeving voor vrouwen gecreëerd om werk en zorg te combineren.  
Maar het verlof is beperkt.  Vrouwen en mannen neigen in traditionele 
sekserollen terug te vallen nadat zij een kind hebben gekregen.  Bedrijven dragen 
hieraan bij doordat ze vasthouden aan de norm van ‘de ideale mannelijke 
werknemer’ (lange werkdagen, overplaatsbaarheid, thuis gemist kunnen worden, 
“presenteeism”, etc.).  Zonder organisatieveranderingen zullen 
ouderschapsregelingen in feite de traditionele verhouding tussen de seksen 
versterken; de verticale seksesegregatie op de arbeidsmarkt en de ongelijke 
verdeling van zorgarbeid zullen dan in stand blijven.  De toekomst vereist een 
nieuwe verzorgingsstaat die een nieuw “gender contract” ontwikkelt dat zowel 
man als vrouw in staat stelt arbeid en zorg te combineren. 
 296 
 
 297 
Biography of Author 
 
 
Anmarie Widener was born on April 11, 1969 in Missouri, USA.  After obtaining a 
BA (1991) and a MA (1993) in English Literature at Michigan State University, she 
went on to obtain her Masters of Social Work (1995) at the University of Michigan.  
She then worked in the field of social work in private practice and taught graduate 
school at the School of Social Work, University of Michigan, for the next six years.  
In 2002, she came to the Netherlands to pursue her Ph.D. in women’s studies from the 
Netherlands Research School of Women’s Studies (Nederlandse Onderzoekschool 
Vrouwenstudies, NOV) under the supervision of Prof. Dr. Joyce Outshoorn at Leiden 
University.  Her publications include topics on abortion and miscarriage, 
psychotherapy, schizophrenia, psychodynamic theory, mental health disorders in 
children, family therapy, gender, cross-national family leave policy, and welfare state 
theory.   
 298 
 
